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Abstract 
 

This research endeavour, through the use of qualitative methodology and methods explores 

practitioner involvement in three Managing Diversity (MD) consultancy cases.  As such, the 

thesis represents a social constructionist and interpretivist qualitative study where 

autoethnography provides the overall framing for the approach (Boyle & Parry, 2007; Chang, 

2008; Denzin, 2006; Ellis, Adams, & Bochner, 2011; Holman Jones, 2005). Reflexivity provides 

the means through which a systematic three-phased analysis is conducted (Alvesson, Hardy, 

& Harley, 2008; Cunliffe, 2004; Cunliffe & Jun, 2005; Hibbert, Coupland, & MacIntosh, 2010).  

Two lenses frame the analysis – that is, MD and sensemaking, in order to explore three 

consultancy cases which revolved around training to enhance individual and organisational 

capabilities to respond to workplace and client diversity. In addition, the study explicates and 

explores the emergence and evolution of the Culturewise Practice (CWP) methodology that 

underpinned these initiatives.   

This study is located within the broader context of Australian MD practice and revolves 

around providing insights into what happens when people in organisations engage in MD 

initiatives, more specifically it provides insight into the influence of the Business Case/Social 

Justice dichotomy and the three dilemmas of sameness/difference, group/individual and 

change catalyst/status quo as outlined in the MD literature (Holvino & Kamp, 2009: Tatli & 

Özbilgin, 2012; Ghorashi & Sabelis 2013) on MD initiatives in practice. As such, the study 

provides insights into the following research questions: 

• How are the complexities in the MD literature enacted in MD approaches in Australia 

as represented by the three cases?  
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• What does a focus on sensemaking reveal about participants in organisational MD 

initiatives as demonstrated by the three cases? 

• How can sensemaking be theorised as a foundation for practicing inclusion? 

• How can organisations shift from MD to practicing inclusion? 

 

Therefore, the thesis reveals individual and organisational sensemaking processes that are 

embedded in MD initiatives and it explores and provides examples of what happens when 

people in organisations engage in such initiatives. It proposes and outlines how the work 

concerned with diversity is different from the work concerned with inclusion. Subsequently, 

it provides considerations and a Principles based Framework for Practicing Inclusion based on 

sensemaking for organisations and practitioners to use when focusing on the dynamics that 

are created when diverse people in organisations interact.  The Framework enables 

organisations and practitioners to develop a strategic approach to inclusion in organisations, 

thereby balancing the business and social justice cases, renegotiating the three dilemmas and 

articulating in practice the difference between diversity work and inclusion work. Thus, this 

framework provides a means by which organisations can begin to shift from MD to practicing 

inclusion. 

Contributions are further made to the sensemaking body of literature by providing examples 

of sensemaking in the context of organisational MD initiatives in Australian organisations. 

Specifically, examples of how ambiguity (fear) and equivocality (curiosity) responses to 

diversity influence individual and organisational dynamics. This is important as it outlines how 

understanding these forces can influence the design of organisational MD initiatives to 

achieve change within this context. 
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Agency: the ability for an individual to make their own choices and act upon these 

independently 

Ambiguity: misunderstanding resulting in a sense of uncertainty, discomfort or fear leading 

to retrospection in order to lessen discomfort. 

Autoethnography: A research methodology and reflexive method that enables the 

interweaving of theoretical insights into practice stories resulting in personalised polyvocal 

evocative examples of practice that enhance understandings and explore new possibilities. 

Compliance: tackling discrimination as the source of exclusion through the adherence to 

legislation. 

Creative Communication: finding and using creative ways to reflect on and make sense of 

what is ‘needed in the moment’ in order to have meaningful and productive interactions. 

Cultural Competence - Cultural Competence embodies the ability to be responsive and 

effective in interactions characterised by cultural diversity. It refers to: (1) an individual being 

able to feel, think and act effectively in interactions with people from diverse backgrounds; 

and, (2) an organisation demanding and supporting culturally competent practice.  

Cultural Consciousness:  recognising that our personal worldview influences how we make 

sense of the world and interact with others. 

Culturewise Practice: Culturewise Practice® is a principles-based framework and a method 

that engages people to consider the in-the-moment dynamics that are created by diversity, 

expand their ability to interact effectively with people from diverse backgrounds and to 



Glossary of Terms 

xi 
 

facilitate individuals and organisations to transform their practices to be responsive and 

inclusive.   

Diversity: The mix of multiple identity groups and their cultures represented in an 

organisation and its customer base. 

Diversity Mindset: a deep-seated belief in equality, dignity and the agency of all human 

beings, and the value derived from being inclusive of everyone. 

Equivocality: misunderstanding resulting in a sense of curiosity leading to prospection to 

generate and gain clarity around available options and choices. 

Identity regulation: the extent through which powerful individuals, societal and 

organisational discourses orchestrate and regulate identities in organisations. 

Identity work:  a social activity, relying on interactions with other people and cues extracted 

from social environments influencing the ongoing mental work people engage in, when 

developing a coherent, distinct and positive image of themselves. 

Inclusion: attending to the dynamic forces that enable organisations to shape an environment 

for groups and individuals to achieve a sense of belonging on their terms and as a means to 

overcome inequality. 

Insecurity: The process of stabilising our identity within the context of an organisation to 

mitigate the potential of being socially included or excluded. 

Intersubjectivism:  a philosophical research assumption that proposes that reality is created 

through relational, interactive and embodied moments of meaning making between people 

and their environments.  
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Leveraging: Celebrating diversity as a means to access hereto untapped sources of clients and 

customers, innovation and different ways of thinking and doing. 

Managing Diversity: A business case focused organisational management response to 

demographic changes involving increased workforce participation by women, minorities and 

migrants, and accordingly, wider client/customer bases.  

Objectivism: a philosophical research assumption that proposes that reality exists 

independent of our interactions.  

Practicing Inclusion: Enacting the principles of equality and fairness, and the dignity and 

agency of people as human beings through processes and practices that safeguard these 

principles. 

Principle: a value or concept that acts as the foundation for thinking, acting and being. 

Process: a series of actions or steps taken in order to achieve a particular result 

Recognising: The practice of staying in observation in the moment and witnessing the 

influence of judgment and pre-conceived notion on mind, body and spirit and actions. 

Reflexivity: A relational process that through reflective and interpretive dialogical practices 

unsettles and re-constructs prevailing and dominant ways of knowing, being and acting. 

Risk taking: The capability to step out of one’s comfort zone and to ‘go’ with what comes to 

mind 

Self-Identity: a notion of self, resulting from an ongoing search of finding answers to the 

question, ‘who am I?’ and ‘who am I not?’, and ‘how do I represent myself?’ 
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Self-regulation: a process of self-identity adjustment to adhere to identity norms and 

regulations. 

Sensegiving:  an active process of communicating and enacting ways to influence the 

sensemaking of others.  

Sensemaking:  an active process of questioning and inventing new ways of thinking and being 

when encountering new situations. 

Spontaneous Leadership: choosing to receive, articulate, share and take responsibility for the 

messages of our creativity when they manifest. 

Subjectivism: a philosophical research assumption that proposes that realities are imagined 

and produced through individual creative, autonomous moments of understandings. 
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Glossary of Abbreviations  
 

AE  Autoethnography 

ANZAM Australia New Zealand Academy of Management 

AO  Administrative Officer 

ATR  Aboriginal Terms of Reference 

CALD Culturally and Linguistically Diverse 

CITP Cultural Information and Training Portal 

CSR  Corporate Social Responsibility 

CWP  Culturewise Practice 

DIMA  Department of Immigration and Multicultural Affairs 

DRE  Disruptive Reflexive Enquiry 

EEO/AA  Equal Employment Opportunity/Affirmative Action 

EEOWA  Equal Employment Opportunity for Women in the Workplace Agency 

EGOS  European Group of Organization Studies 

GMD  Game and Market Development 

IFSAM  International Federation of Scholarly Associations of Management 

KPI  Key Performance Indicators 

LGBTIQ  Lesbian, Gay, Bisexual, Transsexual, Intersex and Queer 

MAP  Multicultural Action Plan 

MD Managing Diversity 

NESB:  Non-English-Speaking Background 

PD  Productive Diversity 

SIETAR Society of Intercultural Education and Training Research 

SIT Social Identity Theory 

UK United Kingdom 

US United States 

VD Valuing Diversity 

WOW Work, Organisation and Well-being 



Glossary of Abbreviations 

xv 
 

 

WGEA Workplace Gender Equality Agency 
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Chapter One - Introduction and Background to the Study 
 

Introduction 
 

This study is based on a personal desire to place a critical and reflexive lens on my own 

development and the further evolution of my practice and as a diversity practitioner. As a 

mature age student and worker, I wanted to contribute to the Managing Diversity (MD) field 

and leave a legacy for practitioners who follow in my own and my colleagues’ footsteps.  

When I embarked on this quest, I realised that the perspectives of practitioners engaged in 

MD initiating and rolling out initiatives as well as the perspectives of the participants in these 

initiatives are not well represented in the academic literature and it is in this space that this 

thesis makes an important contribution. Therefore, the satisfaction of my personal desire is 

accomplished whilst being embroiled in the quest of providing answers to my research 

questions and make specific contributions to the MD and sensemaking bodies of literature. I 

have outlined the specifics in more detail later in this Chapter. 

In order to set the stage, some further background information is needed. Most of my 

professional life in Australia over the last 20 years has revolved around the provision of 

diversity-related consultancy and training services to organisations in the private, public, not-

for-profit and education sectors.  This was preceded by 15 years of practice in the 

multicultural space in Alberta, Canada, where, mid 1989, I just happened to ‘fall’ into my first 

ever cultural diversity related job as the coordinator of the Multicultural Association of Fort 

McMurray (Now the Multicultural Association of Wood Buffalo). At that time, I found a way 

in which I would be able to satisfy a personal need to negotiate, what I now know as my own 

sensemaking work. This work revolved around negotiating my identity of being a migrant 
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woman, married to a person from a different culture, living in a third culture. Being a mother 

to my ‘wedding present child’1 of a mixed-race background and our two additional children. 

Working as a professional in Canada, and then as a migrant woman raising teenagers and 

working as a professional in Australia beginning in 1998.  

I am now a grandmother, and through my pursuit of personal insight into ‘where do I fit in?, 

and where do I belong?’, I realised that the words of my dear Aunt Bertie ring true - ‘as a 

migrant you never fit well anywhere anymore, even when you come home, [and] therefore it 

is so important you become comfortable in your own skin’.   

This research project, which examines retrospectively my practice and my Culturewise 

Practice (CWP) framework, combined with my current ongoing involvement in consultancy 

work based on Aboriginal Terms of Reference (ATR) (Watson, 1986, 2017; Watson & Graham, 

2013) have accomplished this.  I now know where I belong, personally and professionally, and 

I am also confident in my professional approach, even though it always seemed to be just a 

bit too different from the norm.  As Cunliffe (2018) so aptly states: 

…’the choices we make about the type of work we do as scholars are not just 

intellectual ones, they are intricately interwoven with who we are, made in poetic 

moment, in relation to other, and have political consequences in terms of our 

identities and career. This is particularly so for critical and reflexive scholars struggling 

with their sense of self in relation to the wider academy… [and for me the practice 

field]. This struggle is both personal and ethical in the sense of requiring us to be 

respons-able for ourselves and others’. 

                                                           
1 The term I have consistently used to refer to my stepdaughter when asked the inevitable questions regarding 
my relationship to her.  
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Cunliffe’s academic paper was the first ever to move me deeply, because I connected, on a 

deep personal level with what she said. It is hard to be a square peg in a round hole and be 

continuously questioned for the path you choose to walk; you are continuously required to 

be responsive, responsible and able, all at the same time. 

As I explain my CWP framework in detail in Chapter Four, I want to briefly introduce Aunty 

Lilla and Mary’s ATR here, using my own words and linking these to my non-Aboriginal 

understandings2. I do this, as for practical reasons, I could not include this as part of the 

analysis in my thesis. The five key concepts of ATR revolve around the non-Aboriginal 

concepts of 1) taking care of your environment physical, emotional, spiritual). 2) Respecting 

people and conducting yourself in an ethical manner. 3) Deep listening and acknowledging 

people’s perspectives as valid. 3) Seeking and acknowledging wisdom. 4) Fostering family 

centric environments, and 5) Nurturing relationships. Yet these terms of reference have had 

a profound influence on my growth and development as a human being, practitioner and 

scholar and led me to finally come to embrace my Australian identity. The epilogue of this 

thesis provides insight into the latter process. It is important to introduce this early, as it has 

also had a profound influence on my discussion of the possibilities for practicing inclusion in 

Chapter Nine.  

 

 

 

                                                           
2 I provide a more detailed explication of ATR in Appendix A. 
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Research Context and Objective 
 

This study is located within the context of MD practice in Australia. It revolves around 

exploring the experiences of myself as an external MD consultant, my colleagues, the clients 

and the participants in three MD consultancy cases in which I was engaged in the design and 

delivery of strategic initiatives and training. The objective of this study is to provide insight 

into how a focus on sensemaking can potentially transform how diversity initiatives and 

training are designed and facilitated. The three cases represent projects in the government, 

health and sport sectors and the approach underpinning each case was based on my (CWP)3 

approach which represents an alternative means to designing and facilitating MD training.  

The business case for MD focuses on organisational management response to demographic 

changes and has been established as the predominant way in which organisations negotiate 

the benefits and challenges related to an increasingly diverse workforce (Burgess, French, & 

Strachan, 2009; Konrad, Prasad, & Pringle, 2006). MD is largely apprehended from and resides 

within the managerial purview and within organisations its practice is largely seen as a Human 

Resources Management (HRM) activity. Much of the MD literature is therefore focused on 

the organisational and managerial perspective (Foster Curtis & Dreachslin, 2008). In turn, 

from a practice perspective, organisational MD approaches and initiatives are also largely 

designed by HRM from a managerial perspective and framed as a task and a problem to be 

addressed and solved (Bissett, 2004). Therefore, the experiences of the employee as a 

participant in MD initiatives and a recipient of organisational MD directives has received much 

less attention (Ely & Thomas, 2001; Jonsen, Tatli, Özbilgin, & Bell, 2013).  Similarly, many 

                                                           
3 See Chapter Four for an overview and explication. 
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organisations employ external consultants to assist in designing and delivering distinct pieces 

of work related to achieving wider organisational MD objectives. The perspectives of these 

external practitioners whilst being engaged in organisational MD work have also received 

limited attention (Tatli, 2011).  Therefore, this study aims to contribute a deeper 

understanding of MD practices as experienced by practitioners and participants and to 

theorise sensemaking as a potential new way for practicing MD. As such, the study provides 

insights about the practitioner and participant’s involvements in three MD consultancy cases 

which revolved around the design and delivery of training to employees to enhance their 

ability to respond to diverse clients and colleagues, and to achieve organisational MD 

objectives. In addition, it explicates the emergence and evolution of the Culturewise Practice 

(CWP) methodology which underpinned each of the initiatives as an alternative approach to 

MD  based on sensemaking, and will provide micro examples of participant’s experiences. 

 

Theoretical Analysis Lenses and Research Questions 
 

Although the study is located within the broader context of MD, the analysis of the three 

cases revolves around two specific theoretical lenses. These lenses, MD and sensemaking 

were chosen as they reflect the context in which the cases are located and processes that 

take place in MD work.  

The first lens, MD, aids in the exploration and development of understandings about the 

influence of complexities identified in the MD literature, the influence of these complexities 

on the organisational MD paradigm and an organisation’s subsequent directions 

communicated to and apprehended by employees as well as an external practitioner. The 
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specific focus of the lens revolves around exploring organisational motivations, it’s 

apprehension of difference, it’s directives and  MD practice models as compliance, leveraging 

or inclusion. 

The second lens, sensemaking, then aids in exploring and developing understandings of how 

sensemaking processes take place between and amongst participants in the MD training 

initiatives explored in the three cases.  Specifically, it involves exploring how participants 

notice, connect and action MD directives and how confusion, ambiguity or equivocality 

responses influence organisational dynamics. In addition, explorations of the sensemaking 

processes of myself as the practitioner are also included.  

As such, these analysis lenses provide the means by which answers to what happens when 

people in organisations engage in MD can be explored. However, this exploration needs to be 

facilitated by more focussed question. As such, answers to this broad overarching question 

are explored more effectively through the following research questions.  

1. How are the complexities in the MD literature enacted in MD approaches in Australia 

as represented by the three cases?  

a. What motivates the organisations and how does this shape their practice 

paradigm and MD directives? 

b. How are differences and identity (etic/emic) apprehended and positioned 

within these directives?  

c. Why it is important to understand the rationale behind an organisation’s 

positioning of its MD initiatives and what are potential implications on MD 

research and practice? 
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2. What does a focus on sensemaking reveal about participants in organisational MD 

initiatives as demonstrated by the three cases? 

a. How do participants make sense of MD directives and how does it shape their 

actions? 

b. Do participants see themselves as actors and enablers for change, and if so, 

how do they enact this role? 

c. How can micro moments of sensemaking influence macro organisational 

environments? 

3. How can sensemaking be theorised as a foundation for practicing inclusion? 

d. How does diversity work differ from inclusion work? 

e. What are the implications for current practice based on this distinction? 

f. How can this shift be facilitated and what roles do practitioners and managers 

play?  

4. How can organisations shift from MD to practicing inclusion? 

 

Research Methodology and Methods 
 

The research methodology and methods chosen for this study are qualitative and based on a 

social constructionist and interpretivist worldview. This means that expressions of reality are 

socially constructed and generated and interpreted through simultaneously operating 

/intersecting perspectives (Denzin & Lincoln, 2011; Duberley, Johnson, & Cassell, 2013).  

Through the adoption of an interpretivist stance, I am able to problematise and gain insights 

into what happens during these exchanges (Yanow, Ybema, & van Hulst, 2013). The methods 
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chosen to accomplish this are autoethnography and reflexivity. Through autoethnography I 

am able to recreate my experiences through the lenses of my own perceptions and then relay 

these through the stories of others.  Then, aided by my chosen analysis lenses I am able to 

take a reflexive stance, and deconstruct, disrupt and challenge conventional ways of thinking 

and practicing as it relates to MD.  The active process of autoethnography furthermore 

enables me to provide evocative personalised accounts to both further validate and challenge 

taken for granted discursive processes in the three cases presented. Through this I am able to 

provide a richer analysis process that both validates and disrupts and provides for multiple 

voices to be heard (Arnold & Brennan, 2013).  

The method employed to conduct the study is based on a three-phase process.  

Step One - Re-engagement:  

This step revolves around a reflective re-engagement with the project materials that resulted 

from the consultancy projects. This phase resulted in three reflective chronological accounts 

of MD practice based on the Culturewise Practice (CWP) approach.  

Step Two – Analysis: 

In this step, the accounts resulting from Step One provide the basis for the reflexive analysis 

through the two analysis lenses; MD and sensemaking and. In this step, I look for incidences 

of participant as well as my own insecurity as starting points in order to show the 

intersubjective workings and understanding of how sensemaking and identity processes take 

place in MD practice. I did this with the aim to provide insights into the potentials of 

sensemaking approaches as disrupting existing MD practice paradigms.   

 Step Three – Disruptive Reflexive Enquiry (DRE):  
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In this step, further aided by the insights gained from Steps One and Two, and my continuing 

practitioner engagements will then facilitate a final discussion into possibilities for shifting 

contemporary MD practice to a focus on practicing inclusion in organisations.  

 

Contributions to the various bodies of literature and the practice of MD 

 

At its core, the contribution of this thesis is to explicate how a focus on sensemaking based 

on principles enables organisations to balance the business case with social justice, transcend 

the three MD dilemmas and provide for a different way of practicing diversity. As such, the 

thesis contributes primarily to two bodies of literature; MD and sensemaking.   

Specifically, the contribution to the MD literature is provided through examples and insight 

into the in-the-moment dynamics experienced by participants and a practitioner rather than 

a predominant focus on managers of MD initiatives in Australian organisations.  

As such, the thesis contributes considerations, recommendations and means for 

organisations and practitioners to develop understandings about, and to address these 

dynamics through a focus on sensemaking to the MD literature. A further contribution 

explores in practice how the business case/social justice dichotomy of MD can be overcome.  

Similarly, examples and insights into how the three prevailing dilemmas discussed in the MD 

literature of sameness/difference, individual/group and change catalyst/status quo are 

negotiated in practice and can be reframed. Specifically, organisational etic identity group 

delineations, embedded in the organisational MD paradigm are problematised. This is 

important as this framing contributes to confusion, insecurity and resistance to MD. Lastly, 

evocative micro examples of what happens when people make sense of organisational MD 
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paradigms add new information and a valuable contribution highlighting the relational 

dynamics in organisations to both the MD and sensemaking bodies of literature.  

 

Contributions are further made to the sensemaking body of literature by providing examples 

of sensemaking in the context of organisational MD initiatives in Australian organisations. 

Specifically, examples of how ambiguity (fear) and equivocality (curiosity) responses to 

diversity influence individual and organisational dynamics. This is important as it outlines how 

understanding these forces can influence the design of organisational MD initiatives to 

achieve change within this context. 

 

The explication and further exploration of the CWP practitioner approach as a vehicle to for 

sensemaking considerations to underpin the practice of inclusion provides a contribution to 

the MD practice field. 

Lastly, the resulting Framework for Practicing Inclusion, articulated within the thesis provides 

a significant contribution by outlining in detail how organisations can facilitate a shift from 

MD to practicing inclusion.  By demonstrating how this can be based on principles aligned to 

business objectives, organisations can more effectively operate within a solid moral basis. 

This is beneficial for the organisation, its people as well as the communities and wider society 

in which these organisations operate.   

 

Contributions are also made to the sensemaking body of literature by providing examples of 

how sensemaking in the context of organisational MD initiatives in Australian organisations 

takes place. Specifically, examples of how insecurity, ambiguity (fear) and equivocality 
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(curiosity) responses to diversity influence individual and organisational dynamics are 

provided. This is important as it outlines how understanding these forces can transform the 

design of organisational MD initiatives to achieve change within this context is also provided. 

 

Outline of the thesis 
 

The thesis comprises of nine Chapters and an Epilogue in the form of a poem. Following is a 

brief outline of the purpose and content of each Chapter and Epilogue. 

 

Chapter 1 - Introduction. 

The purpose of this chapter is to provide the reader with an introduction and orientation to 

the thesis. Specifically, it provides insights into the objectives for the study and an 

introduction to the author.  This is important as the autoethnographic and reflexive nature of 

the thesis requires the author to provide insight into herself as a person in order to provide 

the initial context to the thesis. The chapter then provides a further overview of the flow and 

stance taken and an overview of the contributions to research.   

 

Chapter 2 - Framing the Research Context and Analysis Lenses through the Literature. 

The purpose of this chapter is to provide an overview of the research context of the thesis as 

framed through the dilemma’s outlined in the MD literature. In addition, the sensemaking 

body of literature is explicated and explored and the choices with regards to the analysis of 

the consultancy cases are outlined and refined. The resulting three analysis lenses are then 

articulated to enable a sharpened analysis to occur based on the chosen concepts. For the 

MD lens this revolves around identifying the organisational MD paradigm, its directives and 

its apprehension of difference. For the sensemaking lens this revolves around identifying 
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participants’, noticing, connecting and actioning of the MD paradigm. The chapter concludes 

with providing an overall outline of the analysis framework that underpinned this study.  

 

Chapter Three - Outlining the Methodological Approach and the Research Process 

The purpose of this chapter is to outline why a social constructionist and interpretivist stance 

is appropriate as the ontological and epistemological basis for the study. Furthermore, the 

chapter explicates autoethnography and reflexivity as suitable methodological choices for 

study. The chapter concludes by outlining the various information sources and the three-step 

research design employed to gain insights and answer to the research questions. 

 

Chapter Four- Culturewise Practice 

The purpose of this chapter is to provide an overview and exposé of the practitioner approach 

that underpinned each of the consultancy cases. Specifically, the chapter outlines its initial 

conception and its current iteration as a framework and method for engaging people in 

organisations around considerations and questions about diversity and inclusion in 

organisations. It outlines the premises, assumptions and objectives and processes and 

practices embedded within the framework. This is important, as the framework underpinned 

each of the consultancy cases and influenced the choices each organisation made regarding 

their approaches to MD strategy and the training that was delivered to staff and volunteers. 

Furthermore, by providing the overview and exposé, I reconnect and reflect on my own 

thought processes regarding the emergence and development of my own practice framework 

at the time. 

 

Chapter Five - The Government Case 
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In line with Step One, Re-engagement, of the research method outlined in Chapter Three, the 

purpose of this chapter is three-fold. Firstly, based on a re-engagement with the project 

materials, this chapter provides the chronological story of the Government Case. It provides 

an introduction and overview of the context, the organisational MD paradigm and initial 

reflections on my experiences with clients, colleagues and participants as a practitioner. 

Secondly, acting as further information, the story and the initial reflections as contained 

within this Chapter provide insight in and demonstrate my own sensemaking process taking 

place during this study. The re-engagement with the project materials enables me to notice 

and connect with foundations from which the government autoethnographic analysis stories 

outlined in Chapter Eight emerge. Thirdly, it provides an overview of how the CWP approach 

was apprehended and used as the practice framework in the project. 

 

Chapter Six - The Health Story  

Similar to the previous chapter, the purpose of this chapter is to provide the chronological 

story of the Health Case. As such, it provides an introduction, an overview of the context, the 

organisational MD paradigm and my initial reflections having re-engaged with the project 

materials. Again, this chapter also demonstrates my own sensemaking process that took place 

within the study as through the process of re-engagement I was able to notice and reconnect 

with the experiences encountered at the time. Therefore, it acts as further information for 

my research in providing the foundation from which the health autoethnographic analysis 

stories outlined in Chapter Eight emerged. Lastly, it provides the way in which the CWP 

approach underpinned the project and also demonstrates how this differed from the 

government story, thus providing insight into the importance of considering organisational 

context in MD practice and training design. 
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Chapter Seven - The Sport Case 

As the final chronological story, the purpose of this chapter mirrors that of the previous two 

chapters. Again, I provide an introduction, an overview of the context, the organisational MD 

paradigm and my initial reflections having re-engaged with the project materials.  As in the 

previous chapters, it provides an example of my own initial sensemaking process of noticing 

and reconnecting with and reflecting on pertinent experiences at the time. This story then 

also acts as further information for the research and as the foundation from which the Sport 

autoethnographic analysis stories in Chapter Eight emerged. In addition, it provides a third 

example of how the CWP approach helped shape the project and further insight into the 

influence of the organisational context is provided. 

 

Chapter Eight – Application of Lenses and identification of insights  

Chapter Eight documents Step Two, Analysis, of my research method as outlined in Chapter 

Three. Through the application of the analysis lenses, autoethnographic stories of encounters 

with participants and colleagues are explicated and explored. Further insights into the three 

Cases are provided and specific evocative narrative illustrations of what happens when 

people in organisations engage in MD training initiatives are outlined.  Collectively, these 

stories then also shed further light on my own sensemaking process of noticing, 

connecting/insecurity and actioning by documenting how my insights begin to provide 

answers to the research questions.  The consolidations of these insights then provide me with 

the final information source required to embark on bringing it all together, as outlined in the 

third step of my research method, in Chapter Nine.  
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Chapter Nine, Bringing it All Together 

This chapter brings all aspects of the research project together, and documents Step Three, 

DRE, of my research method. Specifically, in this chapter, I set the foundation for the 

practicing inclusion through a discussion on my insights gained throughout the study. By 

providing answers to the research questions, I consolidate my learnings derived from this 

research endeavour and move into action by engaging in a process of theorising, firstly, CWP 

as a sensemaking tool and secondly, I develop a framework for practicing inclusion based on 

sensemaking.  As such, through this my ongoing reflections on my own development as a 

practitioner to date, I make the case for a focus on practicing inclusion through the use of 

sensemaking as a strategy in order to overcome the dilemmas of MD in practice. 

 

Epilogue 

The poem contained within the epilogue demonstrates an aspect of my own sensemaking 

work which took place during the course of my studies and it reflects my own insecurities and 

struggles. The purpose of including this highly personalised poem is to articulate and 

demonstrate the complexities of identity and sensemaking that are inherent in working in the 

diversity and inclusion space. 

 

 

 

Conclusions 
 

This chapter has provided an overview of my personal and professional motivations to engage 

in this study. In addition, it also provides an overview of the research context, the theoretical 
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analysis lenses, its philosophical underpinnings and an overview of the research methodology 

and methods, its research contributions and a synopsis of the purpose of each chapter. I will 

now move on to Chapter Two, where I frame the research context and analysis lenses though 

the relevant literature. 
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Chapter Two - Framing the Research Context and Analysis Lenses 

through the Literature 
 

Introduction 
 

Following on from the overview provided in Chapter One, the purpose of this chapter is to 

frame the research context and analysis lenses through the chosen bodies of literature of 

Managing Diversity (MD) and Sensemaking. This is important as it will clarify the background 

and setting in which the research is located, the gaps in the literature that this thesis 

contributes to, as well as explaining the perspectives and lenses through which the analysis 

of the three cases will take place.   

 

Sensemaking as a concept has its origins in social psychology and was introduced by Weick in 

the 1970’s to move organisational theory towards a focus on understanding the processes 

that underpin organising and decision making in organisations. Moreover, Weick posited that 

the notions of identity and identification are at the core of these processes taking place and 

that they are closely intertwined (Maitlis, 2005; Weick, 1995; Weick, Sutcliffe, & Obstfeld, 

2005). How people see themselves and others, how they perceive their environment and how 

they interpret events is central to both sensemaking and identity processes. MD as a response 

to demographic changes in the workplace can therefore be positioned as a shift taking place 

in the identity(ies) and identification of people in the workforce and how individuals and 

organisations make sense of these shifts. It is from this perspective that MD, Sensemaking 

and Identity come together and form the central focus of analysis.  
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Therefore, this Chapter begins by providing a brief historical overview of the concept of MD, 

followed by an overview of the ideological perspectives upon which MD is based. From there 

the MD literature is explicated as a diverse, contentious and contested body of work. From 

there, the dichotomy and the three dilemmas that are identified as the source of contention 

and confusion within the literature are explicated. This then provides the foundation for a 

lens from which organisational MD practice paradigms can be articulated. From there, MD 

within the Australian context is explored. Firstly outlining a uniquely Australian approach 

entitled ‘Productive Diversity’ (PD), followed by an overview of other MD approaches and 

more recent emerging perspectives on the practice of MD. The section is concluded by an 

introduction of MD analysis lens to provide focus for the engagement with the three cases.   

 

Following on from there the concept of sensemaking is introduced as a social and discursive 

process, before moving on to identify and explore the themes in which sensemaking is 

discussed in the literature. Specifically, the centrality of identity notions to the sensemaking 

process are further explicated to establish a link between current MD practice paradigms and 

participant sensemaking and acting. This is then followed an outline of the sensemaking 

analysis lens that will be used to engage with the three cases. Next, a consolidation of the 

identified gaps in both bodies of literature and the specific contributions this thesis makes to 

these bodies of literature are articulated. Lastly, this chapter concludes providing a detailed 

analysis framework based on these two bodies of literature to guide the reflexive analysis of 

the three cases.  
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The Origins of Managing Diversity  
 

The term ‘MD’ began to appear in the United States (US) in the early 1980’s as an 

organisational management response to an increase in workforce diversity based on 

demographic changes, broadly referred to as diversity (Kelly & Dobbin, 1998). Ferdman (2014, 

p. 3) describes diversity as ‘the representation of multiple identity groups and their cultures 

in a particular organization or workgroup’. The demographic changes referred to relate to 

increased workforce participation by women, minorities and migrants and, accordingly, wider 

client/customer bases.  The rise of a neoliberal political agenda in the 1970’s (Thornton, 

2004), saw the US Reagan administration, elected 1981,  to systematically dismantle Equal 

Employment Opportunity/Affirmative Action (EEO/AA) systems and structures by curtailing 

enforcement of anti-discrimination laws that had arisen out of the civil rights movement of 

the 1960’s (Kelly & Dobbin, 1998). This provided the impetus for EEO/AA practices focused 

on women, minorities and migrants to be recast as ‘the diversity management component of 

the new human resources paradigm’ (Kelly & Dobbin, 1998, p. 962).   The departure from an 

enforced legislative base focused on eliminating discrimination allowed organisations to 

reframe the management of diversity to meet more narrowly cast organisational goals around 

a so called ‘business case’ (Thomas, 1992, p. 311), which, including enhanced customer 

service, improved competitiveness, and, ultimately, greater productivity, and thus attempting 

to capitalise on the benefits of harnessing difference in the workplace (Litvin, 2002). In 

addition, the shift to a voluntary approach as a deliberate strategy suggested that ‘diversity’ 

in an organisation had become an optional extra (Ghorashi & Sabelis, 2013, p. 80), rather than 

a naturally occurring phenomenon (Bouten-Pinto, 2016). In the US context, this meant an 

organisation could pick and choose activities suited to solely meet their specific business 
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objectives without reference to the needs of those being discriminated against in identity 

terms (Dickens, 1994; Ely & Thomas, 2001).  

 

The US-based movement expanded into other jurisdictions such as the United Kingdom (UK) 

and Australia, and therefore, the next section is limited to discussion from those perspectives. 

The US context is primarily focused on the promotion and establishment of the business case 

for MD, which justified the hiring of legislated groups of ‘diverse’ people, such as women, 

minorities, and migrants. This justification then focused on engaging in activities that 

potentially enabled an organisation to benefit from the specific characteristics of these 

groups, such as language skills and cultural insights (Litvin, 2002, Kelly & Dobbin 1998, Agocs 

& Burr 1996). As such, the emergence of the business case approach reflected a reaction to 

the social justice-driven Affirmative Action policies4 (Sheridan, 1995; Strachan, Burgess, & 

Henderson, 2007), which aimed at eliminating discrimination of women and minority groups 

by increasing their representation. This represented a departure from what Kirton and 

Greene (2005) described as a more radical approach, seeking equality of outcome through 

representation, to, a more liberal approach which aimed to achieve equality of opportunity 

aligned with organisational objectives. Holvino and Kamp (2009) furthermore proposed that 

this shift also led to a blurring of the lines between the individual versus group difference 

focus, which remains a key dilemma in the literature and practice of MD. 

 Kirton and Green (2010) also contended that the rise of MD as a new policy approach in the 

UK in the 1990’s demonstrated a focus on a ‘difference’ rather than a thereto predominant 

‘sameness’ approach. This approach was strongly influenced by the UK legislative base of the 

                                                           
4 Affirmative Action strategies were also extensively used in the Australian context as a policy response to 
overcome inequality in employment.  
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Race Relations Act, 1965 (Sloane & Mackay, 1997) and the Equal Pay Act, 2010 (Thane, 2010). 

This legally-based ‘sameness’ approach was founded on a philosophical stance that anyone, 

regardless of identity or background, should have equality of opportunity, and that this would 

be achieved most successfully by employing ‘liberal approaches’ that championed the 

‘leveling the playing field’ approach (Kirton & Greene, 2005, p. 20). This entailed, for example, 

the provision of ‘equality of access’, which focused on opening the door to groups of people 

who are identified as ‘different’. The application of the principle of merit, or the selection of 

the best person for the job, which is defined and determined by the organisation, is then 

applied to ensure fairness. One of the deficits of this approach is that it is often fraught with 

bias (unconscious or otherwise) and thus potentially ensuring ‘sameness’ in order to meet 

potentially discriminatory criteria of the organisation (Kirton & Greene, 2015, p. 217). This 

difference/sameness problem is at the core of the difficulties associated with MD activities 

and initiatives in the US as well as in the UK and has been identified in the literature as an 

additional dilemma (Ghorashi & Sabelis, 2013).   

 

Like the UK, the impetus for MD in Australia also emanates from the bases of various pieces 

of anti-discrimination and affirmative action/equal employment opportunity in the workplace 

legislation5.  According to Strachan, Burgess and Henderson (2007) this legislative base 

evolved as a response to ‘changing labour market trends, international developments and 

civil rights and women’s movements’ in the 1970’s and 80’s, as well as ‘the adoption of a 

neoliberal approach’ in the 1980’s and 1990’s (Strachan et al., 2007, p. 2). These changes 

                                                           
5 Racial Discrimination Act, 1975; Sex Discrimination Act, 1984; Equal Opportunity Act, 1984; Affirmative Action 
(Equal Opportunity for Women) Act, 1986; Human Rights and Equal Opportunity Commission Act, 1986; 
Disability Discrimination Act, 1992; Racial Hatred Act, 1995; Workplace Relations Act, 1996; Racial Vilification 
Act, 1996; Age Discrimination Act, 2004, Workplace Gender Equality Act, 2010. 



Chapter Two - Framing the Research Context and Analysis Lenses through the Literature 

22 
   

shifted the responsibility for employment negotiations from hereto more collective 

approaches through trade union or industry bodies to the individual workplace. However, in 

contrast to the US, where MD evolved as a voluntary recasting to continue to achieve equity 

outcomes despite a weakened legislative base, in Australia, this was not the case. Rather, MD 

initiatives in Australia, continued to take place within a specific legislative context which was 

focused on anti-discrimination and equal opportunity, which in turn was supported through 

industrial agreements and organisation specific policy (Burgess et al., 2009, p. 79). However, 

although there are legislated reporting requirements regarding representation for 

organisations with 100 or more employees around gender lines, no other accountabilities 

regarding MD outcomes in Australia are legislated, thus MD in Australia remains largely a 

policy approach that is driven by a business case focused on compliance.  

 

This assortment of legislation and policy enabled the emergence of organisation specific 

business case approaches to MD in Australia, which were in response to, but not necessarily 

enforceable through legislation. This is demonstrated by differences in terms of approaches 

to the work within the private and public sectors. For example, within the private sector, MD 

initiatives often lived alongside formal equal employment opportunity initiatives that 

predominantly focused on women. In the public sector on the other hand, an expanded focus 

included people with disability, indigenous people and people from non-English speaking 

and/or culturally diverse backgrounds, and thus the broader human rights agenda was 

retained (Burgess et al., 2009; Strachan et al., 2007; Syed & Kramar, 2010).  Yet, while gender 

issues have become much more visible, discussed and supported by policy and practices, in 

practice, organisations continue to grapple with a whole range of issues related to 
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understanding and managing the dynamics of diversity in organisations (Davis, Frolova, & 

Callahan, 2016; O'Leary & Sandberg, 2017).   

 

The Managing Diversity Literature 

 

The MD literature itself represents a diverse body of work which is comprised of 

interpretations that are represented as ‘contentious and contested’ (Konrad et al., 2006) and 

as circling around explorations of two what seem to be ideologically opposing perspectives - 

the business case and the social justice approach.  Kirton and Greene (2005; 2015) provide a 

comprehensive summary of these positions as based on notions of equity, and as having its 

roots in the legislated bases of Equal Employment and Affirmative Action. The key focus is on 

the elimination of discrimination against historically marginalised groups, and, a non-

legislated position that is based on a long list of ‘differences’ centered on ‘sanitised, politically 

unthreatening and business case market-oriented notions’ (Kirton & Greene, 2005, p. 123).  

The latter perspective assumes that harnessing differences, such as  sex, age, background, 

race, ethnicity, religion, ableism, personality and so forth,  creates an environment where 

employees are valued, individual talents are fully utilised, organisational goals are achieved 

and as a result productivity increases (Kandola & Fullerton, 1994; Strachan, Burgess, & 

Sullivan, 2004). However, these claims have often been difficult to substantiate as MD 

initiatives often focus on increasing representation of demographic groups rather than 

addressing dynamics, such as miscommunication, lack of trust and uncertainty (Knights & 

Omanović, 2016; Uslaner, 2012).  
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Moreover, Taksa and Groutsis (2010, p. 84) propose that the business case approach within 

the Australian context continues a longstanding trend of the commodification and 

disembodiment of people in the workplace who are perceived as the bearers of difference 

and this is to be exploited for the benefit of profit. This is discussed and identified throughout 

the MD literature as a dilemma as it questions whether MD as an organisational strategy 

actually achieves change in terms of social justice or largely maintains the status quo of 

supporting capitalist notions (Holvino & Kamp, 2009; Knights & Omanović, 2016).  

 

Nevertheless, the literature also points to an emerging trend towards more relationally 

mutualist approaches to MD. These approaches are largely being articulated from a critical 

management studies perspective in relation to how diversity is practiced through 

organisational diversity initiatives (Bissett, 2004; Cope & Kalantzis, 1997; Ghorashi & Sabelis, 

2013; Holvino & Kamp, 2009; Syed & Kramar, 2009).  Relationally mutualist approaches 

propose that in practice, organisational MD diversity initiatives are not only influenced by 

legislative or business requirements, but also by ‘historical, societal, organisational and 

individual norms’ (Konrad et al., 2006; Syed & Kramar, 2009, p. 645). This latter perspective 

allows for MD to be positioned as an organisational responsibility to also accept its role as 

civil actor in navigating the complex dynamics of people relationships that operate in the 

communities in which they are located (Kirton & Greene, 2015; Prasad, 1997).  

 

Navigating Complexities 

 

Within the MD literature, three dilemmas can be identified with regards to the tension 

regarding the business case and social justice dichotomy. These are sameness and difference, 
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group versus individual, and catalyst for change versus maintaining the status quo.  Holvino 

and Kamp (2009) Tatli and Özbilgin (2012) and Ghorashi and Sabelis (2013) propose that these 

three dilemmas have influenced how MD has been theorised, researched and practiced. 

The first dilemma was first acknowledged by Holvino and Kamp (2009, p. 397), as revolving 

around the apprehension of difference within the literature; as, firstly, focusing on sameness 

or difference and secondly, as focusing on the individual or group. I position the latter as a 

separate dilemma and discuss this later in this section. The notions sameness or difference 

are important, as it sets the tone for how difference is apprehended and positioned in an 

organisation; something to be either assimilated and made invisible, or non-threatening by 

rendering it as a static and fixed phenomenon (Ghorashi & Sabelis, 2013, p. 79).  Ghorashi and 

Sabelis (2013) further suggest that this first dilemma is confused by the various 

understandings of ‘difference’ that fill the literature. There is no consensus regarding the term 

as differences are defined, understood and discussed in various ways, i.e. group or individual; 

whether differences matter; whether sameness is the ultimate goal, and, to what extent 

differences are essentially fixed, socially, historically and relationally constructed, based on 

individual notions of identity; and influenced by context and power relations (Bean, 2008; 

Bissett, 2004; Bouten-Pinto, 2016; Ferdman & Deane, 2014; Holvino & Kamp, 2009; Syed & 

Kramar, 2009). Understanding how  and to what extent this dilemma influences MD practice 

is increasingly important as the concept of ‘inclusion’ as the dynamic force that enables 

organisations to shape an environment for groups and individuals to achieve a sense of 

belonging on their terms and as a means to overcome inequality is increasingly being 

recognized (Ferdman, 2014; Nishii, 2013; Pless & Maak, 2004).  
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This then leads me to explore the second dilemma, which focuses on the individual versus 

group orientation.  This relates to the notion of how people identify and are identified in 

organisations and the consequences it produces (Holvino and Kamp, (2009). For example, 

from an individual perspective, several scholars define differences as referring to all the 

similarities and differences among organisational members (Cox, 1993; Hayles & Mendez-

Russel, 1997; Holvino & Kamp, 2009; Thomas, 1990). Others define differences along the line 

of group membership related to social and identity markers and revolving around power 

relationships in organisations (Ahonen, Tienari, Meriläinen, & Pullen, 2014; Konrad et al., 

2006; Nkomo & Cox Jr, 1996). The consequences of this are that defining diversity from an 

individual perspective treats all difference as the same, confuses individual prejudice with 

systemic and institutional disadvantage and prevents structural and institutional inequality to 

be addressed (Holvino & Kamp, 2009, p. 397) The consequences of approaching diversity from 

a group perspective on the other hand are described as focusing predominantly on ‘increasing 

representation and empowerment of members of historically disadvantaged groups and 

creating alliances across differences’ (Holvino & Kamp, 2009 , p. 398).  Tatli and Özbilgin 

(2012) expand on this by proposing that within the MD literature, group differences are 

largely defined through etic or static essentialised ‘stand-alone’ (p. 180) notions of difference. 

They further propose this as limiting the dynamic of power and inequality relations to be 

explored across notions of difference and thus leading to flawed research insights (p. 181) as 

groups may not represent homogeneous perspectives of experiences of disadvantage (Tatli 

& Özbilgin, 2012, p. 181). This perspective on the second dilemma is closely related to the 

notion of identity and how identity is apprehended within an organization and how this in 

turn influences how identity work then takes place. As identity is central to sensemaking, I 
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will explore the issue of etic/emic group notions in more depth later in this chapter when I 

explore the sensemaking literature.  

 

The third dilemma questions DM’s ability to be a true catalyst for change in addressing 

inequality and power relations in organisations, and, as such, Holvino and Camp (2009) 

propose that it is merely a vehicle for the status quo. Historically, the business case approach 

has been described as a legitimiser, rationaliser and justifier of the organisational status quo, 

rather than being a catalyst for meaningful organisational change (Litvin, 2002). Litvin claimed 

that such organisational diversity initiatives privilege their singular interpretation of the 

impacts of demographic changes (i.e. a focus on gender) and thus position their diversity 

activities accordingly. Therefore, Litvin (2002) suggested that organisations do not genuinely 

engage in mutualist-based organisational processes. This can be attributed to an 

organisation’s unwillingness to acknowledge, or critically examine, the power structures and 

associated systems that impede opportunities for inclusiveness, genuine participation and 

required change.  

 

However, there are other reasons why organisations do not engage broadly with diversity 

work. For example, Ghorashi and Sabelis (2013) suggest that many organisations engage in a 

limited way with diversity work largely because it is seen as a human resources responsibility. 

Moreover, a recent study by Davis, Frolova and Callahan (2016) suggests that in many 

Australian organisations MD is just not well understood or appreciated by senior executives 

and other non-human resources managers alike. As such, this points to a potential inability 

for these managers to comprehend the influences of diversity on their everyday work. Hence, 

as they are unable to articulate a strong enough reason to engage with MD, it is apprehended 
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as another thing to do in an already busy day. Therefore, the business case versus social 

justice case may not necessarily hinge on a conscious organisational unwillingness to engage. 

Rather, it may just be understood from a very limited and largely human resource compliance 

with legislation’ perspective that focuses on increasing representation. This is reflected in the 

practitioner literature as it is largely focused on initiatives privileging behavioural modification 

techniques to achieve employee buy-in to given organisational realities, and largely as they 

relate to compliance with legislation (Deloitte, 2013; Forbes, n.d.; Krautil, 2014).  The failure 

is then not related to the philosophical stance attributed to the business case per se, rather, 

the failure relates to unrealistic expectations about what a limited human resource approach 

to MD can achieve. For example, it is improbable that a human resource approach only can 

articulate a comprehensive business case for the whole of an organisation; that it can 

contribute deep insights for wider organisational understandings of the potential that 

employee diversity can offer beyond a human resource perspective and that it can mobilise 

top leadership involvement and organisation wide action. To that effect, practitioner 

literature has also consistently called for leadership in this areas from senior managers (Bean, 

2008a; Bean, Sammartino, O'Flynn,Lau,Nicholas, 2001; Bourke & Dillon, 2018; Bouten-Pinto, 

2015; Deloitte, 2013; Hayles & Mendez-Russel, 1997; Poole, 1997) and has established the 

links between Corporate Social Responsibility (CSR) and diversity (Emmott & Worman, 2008).  

 

Although these dilemmas have also been raised by others as largely problematic (Healy, 

Noon, & Kirton, 2011; Oswick & Noon, 2014; Strachan, Burgess, & French, 2009; Tomlinson & 

Schwabenland, 2010), Holvino and Kamp (2009) recognise these as opportunities for further 

explorations about the aims of MD practice. They articulate these explorations as revolving 

around three considerations. Firstly, is MD’s aim to create sameness or enable meaningful 
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interaction regardless of difference? Secondly, should there be a focus on individual or group 

differences? Lastly, can MD as practice actually achieve equality and inclusion (Holvino & 

Kamp, 2009, p. 397-399)?   

 

Acknowledging the business case versus the social justice case juxtaposition and the 

importance of the above dilemmas, Ghorashi and Sabelis (2013), influenced by Ely and 

Thomas (2001), further propose that the actual work undertaken in organisations under the 

umbrella of MD revolves largely around three specific paradigms. Firstly, as tackling 

discrimination as the source of exclusion through the adherence to legislation. Secondly, as 

celebrating diversity as a means to access hereto untapped sources of clients and customers, 

innovation and different ways of thinking and doing. Thirdly, as an ongoing process of 

organisational learning to overcome exclusion (Ghorashi & Sabelis, 2013, p. 73).  

 

For this thesis, I will refer to these three paradigms as: compliance, leveraging, and inclusion, 

and I will explore how these paradigms manifest within the three cases to explore how these 

paradigms influence MD practice. 

 

 

Managing Diversity in Australia 

 

A unique approach to MD developed by Australian scholars, Productive Diversity (PD), was 

introduced in the late 1990’s in response to the increasing cultural diversity of the Australian 

population (Cope & Kalantzis, 1997).  It was subsequently adopted by the then Department 

of Immigration and Multicultural Affairs (DIMA) as a strategy towards migrant relations and 

employment (Sammartino et al., 2002). Cope and Kalantzis (1997) suggested that PD in an 
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organisation revolves around an interplay of five specific concepts; flexibility, multiplicity, 

devolution, negotiation and pluralism. As such, they defined PD as a system of production that 

uses diversity as a resource.  This is where organisational cohesion is created through 

effectively managing diversity and that the organisational culture facilitates the process of 

negotiating differences in order to find common, or create new ground (Cope & Kalantzis, 

1997, p. 289). They contend that this approach positioned differences as an integral part of 

an organisation and that negotiations and responsibilities around how to work with 

differences lie with everyone in the organisation. Thus, Cope and Kalantzis (1997) observed a 

uniquely Australian perspective, where PD is positioned as an organisation wide endeavour, 

requiring an involvement of all stakeholders.  

 

At first glance, PD is an approach to MD that moves towards an emerging mutualist approach. 

Burgess, French and Strachan (2009, p. 82) contest this approach, as they propose PD as a 

system of production, to be just another example of a utilitarian ‘business case approach’ that 

does not attempt to address inequalities. This is supported by Taksa and Groutsis (2010, p. 

82) who suggest that PD as an approach merely extends the disembodied perspective on 

‘labour as a commodity’ to now also include cultural and language skills around migrants as a 

diversity group. Yet, it differs from the ‘business case’ approaches, which emerged from the 

US, where MD evolved as largely a managerial prerogative, focused on gender and historically 

marginalised groups and meeting business objectives or targets (Ferdman & Deane, 2014; 

Kelly & Dobbin, 1998; Konrad et al., 2006). In contrast, PD is positioned as everyone’s 

responsibility in an organisation and not just a managerial one which could therefore be 

perceived as a more relationally mutualist approach. Its emergence as an Australian approach 

could be due to many factors. For example, to what extent does it reflect historical, societal 
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and organisational norms of Australian organisations? Relatedly, is it an example of the 

Australian legislative base which continued to reflect a human rights perspective and 

Commonwealth public service policy, which required a continued focus on groups other than 

women (Syed & Kramar, 2010).  Syed and Kramar’s (2009, 2010) discussions on these 

influences on MD practice from a cultural diversity perspective seem to support this. PD, as 

practice to respond to cultural diversity and migrant employment and it’s 2005 recasting as 

an initiative entitled ’Diversity Works’ by the Commonwealth Government (Syed & Kramar, 

2010).  This fits within Ghorashi and Sabelis’ (2013, p. 79) second paradigm which I identified 

as ‘leveraging’ earlier. Yet, because of its whole of organisation focus, it could also signify an 

emergence of an approach representing the third paradigm, which I identified earlier as 

‘inclusion’.   

 

The first paradigm, compliance, is more clearly illustrated in relation to the waning of PD as 

an approach in the early 2000’s, which was driven by DIMA6, and can be attributed to two 

main influences. Firstly, a policy shift away from multiculturalism (Syed & Kramar, 2010) and 

secondly, a rise of MD as a strategy employed by the Equal Employment Opportunity for 

Women in the Workplace Agency (EEOWA)7,which was supported by the Commonwealth 

Department of Employment, Workplace Relations and Small Business (Bertone, 1999).  

 

Because of the concerted efforts between these two agencies and the strong uptake of MD 

by the women’s movement in Australia in the late 1990’s, MD practice in Australia is now 

predominantly associated with the gender equity agenda (Syed & Kramar, 2010), rather than 

                                                           
6 Now the Department of Home Affairs. 
7 Now the Workplace Gender Equality Agency (WGEA) 
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the immigrant agenda.  In practice, it reflects a Valuing Diversity (VD) approach, which 

revolves around individual and organisational efforts focused on mutual adaptation (Burgess 

et al., 2009).  As such, there has been a lack of recent Australian literature focusing on MD 

from a cultural diversity and other equity group perspectives (Syed & Kramar, 2010).  Most of 

the Australian literature on MD results from activity from a gender perspective (Burgess et 

al., 2009) demonstrating the ongoing split into two camps and emphasising either a business 

case or social justice agenda. In addition, VD does not come without its critics because of its 

structural and largely organisational focus and that achieving actual results tend to take a long 

time (Burgess et al., 2009). This is also taken up by Ghorashi and Sabelis (2013), who suggest 

that an organisational or structural focus only impedes people throughout the organisation 

to connect on a personal everyday work level, and thus critique that passion and creativity 

are often stifled. As such, they suggest that there is little attention given to a long term, whole 

of organisation, bottom up, practice-based relational perspective in the Australian context 

(Bean, 2008, 2010; Bouten-Pinto, 2009, 2016; Syed & Kramar, 2010). Examples of such efforts 

are described by Bouten-Pinto (2009) within an Australian retail and transport organisation. 

In addition, collaborative work between Bean and the Australian Multicultural Foundation 

focused on engaging small business operators (Bean, 2010) and efforts in Vocational 

Education (Bean, 2008a). These have not yet taken hold as this would require a focus on 

developing understanding and supporting organisational dynamics that diversity creates 

rather than identity groups.   
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Emerging Perspectives on Managing Diversity 

 

From earlier discussions and debates in the field of MD practice, we begin to see new 

perspectives emerging that are underpinning shifts within the MD practice field. These shifts 

take into consideration more explicitly critical views based on human rights and the impact 

of traditional management approaches on diverse people. Konrad, Prasad and Pringle (2006), 

for example, situate managing diversity strategies in relation to inter-group interactions in 

terms of power differences. This means explicitly acknowledging the role played by the 

history of discriminatory and oppressive practices leading to the presence of marginalised 

groups today (Konrad et al., 2006, p. 8). An example of where these shifts are occurring is 

demonstrated by the reconciliation work with Australian Aboriginal and Torres Strait Islander 

people undertaking by organisations such as the Commonwealth Bank and Lendlease. Recent 

literature also calls for ethically-based inclusive organisational capabilities based on mutuality 

and relationality in order to achieve synergy between employee social justice and 

organisational objectives (Bean, 2008a; Bissett, 2004; Bouten-Pinto, 2016; Ferdman & Deane, 

2014; Holvino & Kamp, 2009; Syed & Kramar, 2009). Thus, shifting the discussion from 

diversity and difference notions to inclusion and belonging. 

 

Even so, organisational MD work in the Australian context continues to be largely framed 

around the business case, focused on group differences and delivered largely through a 

human-resources focus (Agocs & Burr, 1996; Dickens, 1994; Kramar, 1998; Litvin, 2002). In 

addition, initiatives tend to be mostly concerned with either compliance or leveraging and is 

therefore increasingly seen as limiting the inclusion of individuals and groups on their terms 

(Ferdman & Deane, 2014; Ghorashi & Sabelis, 2013; Taksa & Groutsis, 2010). 
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Similarly, much of the practitioner literature has restricted the work related to diversity to the 

level of organisational human resources strategy approaches focused on implementations 

that focus on groups, individuals and functions (Agocs & Burr, 1996; Dickens, 1994; Hayles & 

Mendez-Russel, 1997; Kramar, 1998; Poole, 1997) rather than allowing staff to have 

meaningful involvement in shaping their workplaces as respectful and inclusive within their 

respective business operations (Bean, 2008a; Bissett, 2004; Bouten-Pinto, 2016; Ferdman & 

Deane, 2014; Holvino & Kamp, 2009; Syed & Kramar, 2009).  The latter process focused 

perspectives provide for a reframing of managing diversity from the hereto 

individual/group/function angle to an intersubjective relational process, and as an 

organisation-wide endeavour that involves everyone. This shift enables a widening of the 

scope for theorising and analysing managing diversity and it provides for an opportunity to 

move away from notions of diversity, as representing a focus on a demographic mix and 

identity (group or individual) only to also include a focus on the dynamics of organisational 

and individual in-the-moment sense-making processes (Bouten-Pinto, 2016; Ferdman & 

Deane, 2014). It is the latter that is also the focus of the Culturewise Practice Approach 

underpinning the three cases. 

 

In addition, a recognition of the complexity of the diversity field as revolving around much 

broader notions other than gender in the Australian context are emerging. For example, 

reconciliation efforts with Aboriginal and Torres Strait Islander people and the inclusion of 

previously ‘unseen’ groups such as people with disability and LGBTIQ people is making strong 

inroads in organisations and are fueling questions about how organisational MD work could 
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be positioned (Bourke & Dillon, 2018; Bouten-Pinto, 2016; Deloitte, 2013; Forbes, n.d.; 

O'Leary & Sandberg, 2017).  

 

The MD Analysis Lens 
 

Based on the aforementioned discussion, the MD analysis lens will therefore revolve around 

identifying the overarching organisational MD Paradigm in each case, which consists of the 

organisational practice model, its MD directives and its apprehension of differences. As such, 

through the MD Paradigm Analysis Lens, as presented in Figure 1. below, I attempt to identify 

the practice model most closely related to each individual case (compliance, leveraging, 

inclusion). This is important, as it will provide me with insights on what motivated each 

organisation to embark on diversity work. Secondly, I will explore the organisational MD 

directives, to ascertain each organisation’s understandings and intentions embedded in these 

directives. This is important as it will enable me to draw inferences regarding the 

organisational initiatives operating as change agents or as a means to maintain the status quo. 

Thirdly, I will explore how each organisation in the three cases defined differences. This will 

enable me to explore to what extent these were perceived as fixed (etic) or socially, 

historically and relationally constructed (emic) and/or based on individual and or group 

notions of identity. This is important as it will enable me to understand how participants in 

the cases were directed to made sense of organisational MD directives.   
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 Figure 1 - MD Paradigm Analysis Lens 

 

Collectively these considerations (practice model, MD directives and apprehension of 

differences) then outline the organisational MD Paradigm and provide the foundations for 

organisational and individual sensemaking about diversity in each case. The aim for this 

analysis is thus to explore and articulate these considerations and to provide examples and 

insights into how the organisational MD Paradigm influences how people in organisations 

makes sense of and engage in MD initiatives, and how managers and practitioners can 

support these processes. 

 

Therefore, MD provides the overall organisational framing of this thesis, where sensemaking 

provides a further lens for analysis. To continue my quest and to provide added context, 

following is a review of the literature on sensemaking as proposed by Weick (1995) to outline 

and sharpen this as an analysis lens. This is important as it will enable me to identify the 

influence of the organisational MD paradigm on participants.  Following, I will then explore 

some aspects of identity within the context of sensemaking as it takes a central position in 
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the process of sensemaking and the sensemaking literature (Brown, Colville, & Pye, 2014; 

Weick, 1995; Weick et al., 2005).  Lastly, I explore the interplay between sensemaking and the 

organisational MD Paradigm to understand what happened in each of the cases in order to 

be able to theorise the practice of inclusion as a sensemaking process. To facilitate this, I will 

position the notion of insecurity as framed by Gagnon (2008) as a pivotal force for ‘noticing’ 

differences and engaging in a processes of sensemaking.  I will explain this further within in 

the following section where I introduce and discuss the notion of sensemaking as presented 

in the literature. 

 

Sensemaking 
 

In the context of organisational scholarship, sensemaking is positioned as the means by which 

‘people appropriate and enact their realities’ (A. D. Brown et al., 2014, p. 265). More broadly, 

sensemaking is defined as the process through which people [in organisations] develop 

understandings about issues and events that are novel, confusing, or in any other way violate 

expectations (Maitlis & Christianson, 2014, p. 57). Since the mid 1990’s the sensemaking 

literature has grown and has revolved largely around two different ontological perspectives, 

The first is where sensemaking is positioned as an individual, cognitive process (Klein, Moon, 

& Hoffman, 2006; Louis, 1980; Milliken, 1990), and the second, where sensemaking is 

positioned as a collective, social and discursive process (Maitlis & Christianson, 2014; Maitlis 

& Lawrence, 2007; Weick et al., 2005). Despite these ontological differences, there seems to 

be consensus between these perspectives that sensemaking is a process. The former tends to 

describe sensemaking as an individual activity revolving around appraisal and interpretation 

(Maitlis & Christianson, 2014, p. 62), and informed by external influences such as frameworks, 
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schema’s and scripts in order to enable individual understandings to develop (Ring & Rands, 

1989; Sandberg & Targama, 2007, p. 110). The latter perspective positions this process as an 

inherently social activity, where individual and collective understandings are based on 

discourses and emerge through relational activities and social processes that occur between 

actors, leading to understandings and actions which in turn enable shared meanings to 

emerge (Weick, 1995, p. 5).  Additionally, both perspectives also agree that the process of 

sensemaking is retrospective; a process of looking back, as well as prospective; a process of 

looking forward (Brown et al., 2014).    

 

Sensemaking as a social and discursive process 
 

Broadly, for this thesis, engaging with the literature that discusses sensemaking as a social 

and discursive process is most appropriate, as this perspective closely aligns with the social 

constructionist and interpretivist ontological paradigm that underpins this research 

endeavour and will be discussed in more detail in my methodology chapter. Moreover, 

positioning sensemaking as a social discursive process will enable me to identify and critically 

reflect on micro examples of what happened between people when sensemaking processes 

took place within the three cases explored in this research (Hultin & Mähring, 2017; Maitlis, 

2005; Sandberg & Tsoukas, 2015).  This is important as there are only a few micro examples 

of what happens in terms of sensemaking when people engage in MD initiatives in 

organisations (Maitlis & Christianson, 2014), and thus represents a gap in both the 

Sensemaking and MD bodies of literature. In addition, my own sensemaking processes as a 

researcher and practitioner can be positioned as activities of looking back and looking forward 

and as revolving around the creation of new meanings and actions from engaging with 
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literature, reflecting on experiences, and, interpreting past events and interactions with 

people. As such, I am engaged in a process of prospective sensemaking (Sandberg & Tsoukas, 

2015)  by constructing new ways of understanding discursive and social processes around MD 

as a practitioner and researcher. It is through this, that this thesis will further contribute to 

the sensemaking and MD bodies of literature.  

To be able to make this contribution, I chose to look at sensemaking as outlined by Maitlis 

and Christianson (2014) and Brown et al. (2014) who propose that sensemaking occurs when 

triggers enable people to notice anomalies or confusing events. This noticing then triggers 

interpreting and the taking of action, thus demonstrating how this intersubjective meaning 

making process occurs between people. This is important, as the sensemaking literature 

suggest that in order for sensemaking to occur, discrepancies need to be noticed first (Brown 

et al., 2014; Maitlis & Christianson, 2014; Maitlis & Lawrence, 2007; Weick et al., 2005).  In 

the context of the three cases and in the context of MD practice in Australia, this is an 

important factor to consider, as it raises the question of what was it that was ‘noticed’ by the 

participants and myself in the three cases, that triggered sensemaking around MD to occur in 

each case, and through this provide examples of considerations for practitioners and 

researchers, and further insights for theorising practicing inclusion. 

 

Sensemaking Themes 
 

Brown, Colville and Pye (2014, p. 265) identify the following five broad themes in which 

sensemaking is discussed in the literature: 1) discourse; 2) power and politics; 3) micro and 

macro concerns; 4) identity, and; 5) decision-making and change. These themes can be 

related to the type of noticing of discrepancies that occur. Each of these themes can be 
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applied as a lens to explore MD practice in Australia; I immediately think of examples of 

situations I personally encountered that can relate to each of these themes.  For example, 

when I first arrived in Australia, I noticed how ingrained the notion of ‘migrants needing to 

start from the bottom’ was among family and friends (migrant identity). I noticed how there 

were rules applied to me based on my gender (identity) around communicating in meetings 

(discourse) that did not seem to apply to male colleagues; and that when I broke these rules, 

I was no longer invited to the meetings (power and politics). I noticed how personal 

experiences of ‘personally not having had maternity leave’ influenced women to condone 

policy recommendations against maternity leave for others (micro and macro concerns). I 

noticed how I was continuously positioned as ‘the other’, based on my accent (identity), and 

lastly, that all this noticing made me decide to leave this organisation, as nobody else seemed 

to also notice, and I was unable to exert any influence (decision-making and change).   

Granted, this happened 20 years ago, and a lot has changed, but there is also a lot that has 

not.  Therefore, the first aspect of my first sensemaking lens revolves around what can be 

identified in terms of what triggered the noticing of discrepancies when people were engaged 

in MD initiatives as described in each of the three cases. I will be identifying triggers related 

to each of the five areas identified by Brown et al. (2014).  However, I will be paying particular 

attention to identifying triggers related to notions of identity, organisational MD discourse 

and the Culturewise Practice Approach8 acting as sensegiving devices (Gioia & Chittipeddi, 

1991; Giuliani, 2016; Maitlis, 2005; Maitlis & Lawrence, 2007).  Sensegiving devices are 

identified as the actors, enablers and conditions that facilitate retrospective and prospective 

sensemaking. The literature identifies these broadly as organisational directives and strategy, 

                                                           
8 A detailed explication of the Culturewise Practice approach is included in Chapter Four. 
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leaders, appeals to values, new labels, storytelling and narratives, middle manager and 

employee functions (Bartunek, Balogun, & Do, 2011; Gioia & Chittipeddi, 1991; Giuliani, 

2016). Whereas the conditions for sensemaking are identified as the need for change, the 

need to legitimise an interpretation or idea or the need to change a structure or political 

perspective (Maitlis & Lawrence, 2007).  

 More specifically, and in keeping with my autoethnographic methodology, which is outlined 

in Chapter Three, I will be looking for examples of what enabled moments of micro 

sensemaking to influence the macro environment and thus provide evocative examples of the 

dynamic interplay between interpersonal experiences and organisational discourse.  I realise 

that by doing so, I could also focus on the power and politics theme. This would take me onto 

a well-trodden path, as discussions around power and politics are well represented in the MD 

literature. Rather than do this, I chose to provide evocative micro examples of what happens 

when people make sense of organisational MD paradigms which adds new information and a 

valuable contribution highlighting the relational dynamics in organisations to both the MD 

and sensemaking bodies of literature. 

 

Sensemaking and Identity 
 

In the sensemaking literature, identity is positioned at the core of sensemaking (Brown et al., 

2014; Maitlis & Christianson, 2014; Weick, 1995).  Weick’s identity construction characteristic 

refers to how we perceive ourselves in relation to the world, which is shaped by conscious 

and subconscious memories and experiences of patterns that surround us. These patterns 

result from our earliest socialisation as well as subsequent interactions. In other words, how 

we make sense of the world is largely defined by how and where we grew up in the world, 
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what we were taught about how to be in the world and subsequently is further influenced by 

situations and people who influenced our thinking. Similarly, these patterns have also 

provided us with ideas related to the status and authority of the people we interact with and 

the situations and locations in which we find ourselves. As such, our collective experiences 

have provided us and continue to provide us with the frameworks from which our 

sensemaking occurs. Weick et al (2005 , p. 411) identify using these influences to order our 

thinking as ‘bracketing’, to find the most plausible explanation for that moment, in order to 

be able to move forward (Rutledge, 2009). This is important as it positions sensemaking as an 

ongoing process, because the world, our interactions with the world, and our understandings 

of the world are constantly changing. Moreover, sensemaking builds on our extracted cues 

derived from sensing and perceiving and in turn shapes what we think, do and say and thus 

adds to our repertoire of retrospective experiences. However, it also lays the foundation for 

what we believe is possible for the future, which is identified as prospective sensemaking 

(Konlechner, Latzke, Güttel, & Höfferer, 2018; Sandberg & Tsoukas, 2015). Because of this, 

sensemaking is subjective; which means it is inaccurate and incomplete, as well as 

intersubjective and based on the interplay and connections we make between our sense of 

self, other people and the context in which we operate. We move forward as best as we can, 

based on what seems most plausible and sufficient for that moment. This demonstrates the 

foundational nature of identity in sensemaking. In the context of MD this is important, as  

identity in Australian MD practice is largely positioned from a group perspective, which limits 

how people can make sense of organisational MD directives and subsequently what can be 

achieved under the MD remit in Australian organisations. 

The identity literature itself represents a diverse body of work with a vast number of 

perspectives on how this interplay takes place. For example, the literature on identity in the 
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context of organisations reflects three theoretical approaches: 1) Social Identity Theory (SIT), 

which revolves around how people understand and position themselves in relation to groups 

and develop a sense of belonging by identifying with some sort of ‘human aggregate’ as 

demonstrated by such groups (Ashforth & Mael, 1989, p. 135). This then makes this process 

an inherent individual activity of deciding to which group one belongs and where one belongs 

in a group.  The second theoretical approach, identity work, refers to the ongoing mental 

work people engage in, when developing a coherent, distinct and positive image of 

themselves (Bardon, Josserand, & Villeseche, 2015). Identity work is inherently positioned as 

a social activity, relying on interactions with other people and cues extracted from social 

environments which influence this dynamic process.  This process can also be stressful and 

strenuous, particularly when one’s self-understanding is challenged through encounters with 

others or through a mismatch between self-understanding and social ideals or discourses 

(Alvesson & Willmott, 2002; Ibarra, 1999; Sveningsson & Alvesson, 2003). The third 

theoretical approach revolves around identity regulation, or the extent through which 

powerful individuals, societal and organisational discourses orchestrate and regulate 

identities in organisations.  As such, identity regulation is a more critical approach towards 

identity work and is ‘concerned with understanding how ways of seeing, being and doing are 

imposed, as well as how people consent to and resist such efforts through the exercise of 

disciplinary power’ (Alvesson, Ashcraft, et al., 2008, p. 16).  Although I will not engage with 

these three notions specifically in the thesis, it is important to outline these theoretical 

approaches, in order to provide further insight into the complexity of identity in sensemaking. 

 

In this thesis, I will focus on the stories revolving around how identity is apprehended by 

participants in the three cases as they make sense of situations. This is important, as in 
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Australian MD practice and literature, the organisational ‘noticing’ of discrepancies relates 

predominantly to identity groups, as that is how MD work has been historically positioned 

(see MD section earlier). In the process of sensemaking, this ‘bracketing’ (Weick et al., 2005, 

p. 411) or using existing mental models, i.e women in the workplace, migrants, Aboriginal 

people, provide cues to people in organisations and are an important way in which complex 

and unknown phenomena can be simplified, yet, this could, in the context of MD practice, be 

problematic, as these group notions rarely acknowledge the diversity within these groups  

(Holvino & Kamp, 2009). For example in practice, MD objectives are positioned to be based 

on overcoming socially and historically constructed norms that exclude or marginalise, yet 

through an identity group focus, it perpetuates deficit thinking by continuing to focus on 

historic disadvantage, rather than on innate capabilities presented by individual members of 

these groups (Taksa & Groutsis, 2010). 

Holck, Muhr and Villlesèche (2016, p. 49) also suggest that ‘identity theories aim at 

understanding how we seek to answer the existential questions of ‘who am I, and how should 

I act’.  They provide an interesting treatise on how identity and identification in the MD field 

is positioned as residing at the heart of MD, but that meanings about identity underpinning 

MD work are assumed to be understood, yet rarely addressed overtly. They suggest that the 

fragmentation of the various perspectives on identity and identification aims to achieve 

different objectives, and that in MD, this adds to the business case/social justice perspective 

confusion as discussed earlier. They go on to identify and critique the link between the 

identity and MD literature around three streams: 1) coherent and unified identities based on 

SIT (Ellemers & Haslam, 2011); 2) floating identities based on critical perspectives on identity, 

and; 3) fragmented and becoming identities based on post structural perspectives on identity 

(Holck et al., 2016, pp. 50-54). They propose that the SIT perspective revolves around notions 
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of individual and group identity as unchanging, fixed and stable which enables analysable and 

predictable results to be achieved through MD initiatives. They propose however, that this 

approach is problematic as it produces and re-produces rigid, depersonalised ‘etic’ notions of 

identity. This means that identities are based on pre-fixed notions of difference that are 

externally constructed and given meaning by ‘others’ (Handley, Sturdy, Fincham, & Clark, 

2006).  Tatli and Özbilgin (2012, p. 184) support this, and assert further that, in the context of 

MD, this ‘etic’ identity focus has provided the basis for a ‘selective treatment of difference on 

the basis of relevance to productive processes’. Thus, they suggest that when identity is 

positioned as such, productivity takes the forefront in MD, rather than addressing 

discrimination or inequality. As such, they position this approach as the principal means by 

which identity is perceived within the ‘business case’ approach of MD. Thereby further 

contributing to the business case/social justice juxtaposition. In contrast, the critical 

perspective on identity positioned as an ‘emic’ (Tatli & Özbilgin, 2012) floating dialectic 

process between structure and agency, influenced by external discourses and dimensions of 

power (Holck et al., 2016), provides a possible means by which balance between a business 

case and social justice approach can be realised.   As such, the process of making sense of 

oneself in a coherent way is continuously influenced by organisational constraints and 

individual needs for autonomy (Zanoni & Janssens, 2007; Zanoni, Janssens, Benschop, & 

Nkomo, 2010). When notions of identity are conceptualised as emergent, intersecting and 

relational and, in the context of MD are aimed at ‘unmasking’ power dynamics in order to 

also achieve social justice (Holck et al., 2016, p. 52).  

 

Emic perspectives on identity critique the SIT perspective in MD as reductionist and as 

positioning different identities as problematic and as needing to be ‘addressed’ by a privileged 



Chapter Two - Framing the Research Context and Analysis Lenses through the Literature 

46 
   

group of people (managers) required to turn this ‘problem’ into organisationally defined 

‘benefits’. It is further critiqued as limited because the nature of the so called ‘powerful’ 

(managers and organisations) and the ‘powerless’ (employees and individuals) is based on 

unexamined fixed assumptions, which thus renders the process of uncovering inequitable 

power-relations as potentially flawed (Holck et al., 2016;  Zanoni et al., 2010).  This is 

supported by Watson (2009) who cautions that such unexamined identity constructions fail 

to see the whole person. He further suggests a distinction is made between the ‘managerial 

identity’ and the whole persons in the organisations who do managerial work (2009, p. 427).  

Czarniawska (2013, p. 61) adds to this by referring to the notion of ‘constructing identity’ as 

embodied intersubjective ongoing processes of ‘negotiation and construction’ revolving 

around defining ourselves in terms of who am I, how am I different, and how am I the same. 

She purports that these processes revolve around internal dialogues of the mind, influenced 

by memories, external conversations and community, and cultural and historical perceptions 

of events as well as one’s own physical representation. Thus, further supporting Weick’s 

notions of identity as being central to sensemaking (Weick, 1995).  As such, a myriad of 

influences is implied, which positions diversity as an integral part of this ongoing process of 

identity construction as individuals draw on their own ideas about their selfhood as well as 

their social environments (in this case organisations) to locate and negotiate their own 

identity/ies. This is an important distinction that is missed when organisations continue to 

address MD from a group perspective and provides an important contribution to the MD 

literature. 

This then leads me to also briefly discuss the notion of intersectionality as a means to broaden 

the mode of analysis of difference and power in organisations and society that is emerging 

within the context of Australian MD policy as a recognition of multiple identity differences 
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(Ressia, 2013). The notion of intersectionality emerged from feminist theory and was coined 

by Crenshaw (1989) who argued that discrimination, and the experience of discrimination 

was determined not just by singular notions of identity, but through the interplay of race, 

class and gender, and a person’s location and power within society. This early debate was 

expanded on to include other identity notions, such as ethnicity, ability and age, as well as 

the exponential impact of societal influences on the experience of disadvantage (Yuval-Davis, 

2006). The concept of intersectionality in MD practice in Australia is only just emerging, and 

not yet well understood. For example, in conversations with other practitioners, 

intersectionality is largely understood as placing an analysis lens on areas where the legislated 

identity groups intersect, and thus produces a different experience of disadvantage which is 

felt differently by individuals depending on context (Bilge, 2010; Weber & Parra-Medina, 

2003). Clear examples of this can be found in specific organisations that cater for and 

advocate on behalf of issues resulting from these intersections, for example ethnicity and 

disability, cultural background and parenting, which seem to operate largely on the fringes 

and struggle for recognition and consideration (Amparo, 2016; Heneker, Zizzo, Awata, & 

Goodwin-Smith, 2017; Renzaho, Green, Mellor, & Swinburn, 2011).  This further highlights 

the struggles that are encountered when group identity frames are used for policy 

development in a diverse society such as Australia. In the context of organisational MD 

practice however, intersectionality seems to merely fragment and multiply the number of 

identity categories, which in turn adds to the confusion of how to do MD in such an 

increasingly complex environment.   

Intersectionality is also positioned as providing a lens through which social issues such as 

family and domestic violence, and mental health can receive attention within the context of 

organisations. These issues have been recognised in the organisational practice domain and 
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have been added to the MD practitioner basket.  It is argued that this adds to further 

organisational pressure, and fragmentation of effort could be overcome if organisational 

diversity practice would be based on a conscious organisational choice for equity and 

inclusion and underpinned by a corresponding foundation of principles, practices and 

processes (Ferdman & Deane, 2014; M. Mor Barak, 2016; Pless & Maak, 2004). It is for this 

reason that intersectionality is not the focus in this thesis, other than to identify it as a growing 

area of awareness in the field of MD and as a means by which the complexity of lived 

experiences can be explored (Anthias, 2013). Nevertheless, in practice, and when aligned with 

the prevailing identity group focus, this tends to merely add to the complexity of the 

organisational ‘MD prescription’, and can potentially lead to further ‘othering and rendering 

lesser than’ (Ybema et al., 2009, p. 307), rather than providing an opportunity for human 

beings to be able to show up at work on their identity terms. 

 

 Sensemaking and Acting 
 

My sensemaking lens will further revolve around the notion of ambiguity and equivocality, as 

this is an important distinction in how people proceed to act once a discrepancy has been 

noticed. As identified earlier, although, no single, agreed to, definition for sensemaking has 

emerged from the literature, Brown, Colville and Pye (2014, p. 266) state that there is an 

emerging consensus that it ‘refers generally to those processes by which people seek 

plausibility to understand ambiguous, equivocal or confusing issues or events’.   For this 

thesis, I define confusion as a general sense of misunderstanding; ambiguity as 

misunderstanding resulting in a sense of uncertainty, discomfort or fear leading to 

retrospection to lessen discomfort; and, equivocality as misunderstanding resulting in a sense 
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of curiosity leading to prospection to generate and gain clarity around available options and 

choices.   

Supported by Gagnon’s (2008) perspectives on insecurity, I propose that at the moment of 

noticing an unfamiliar situation a sense of insecurity leads to how people connect with that 

which has been noticed and subsequently engage in a process of either lessening discomfort 

or questioning what happens. I will call these processes normalising or creating.  This is based 

on what Maitliss and Lawrence (2007) and Giuliani (2016) suggest that lessening discomfort 

seems to be primarily retrospective, based on looking back, and finding existing plausible 

explanations, leading to actions that focus on finding strategies which then normalise, 

minimise or deligitimise the importance or impact of an issue at hand. Questioning what 

happens on the other hand, revolves around prospective strategising and creating ways to 

understand and to move forward and thereby, in the context of an organisation, legitimise a 

process of creating new ways of thinking and being in an organisation (Gephart, Topal, & 

Zhang, 2010; Konlechner, et al., 2018 ). 

Gagnon (2008) also proposes that ‘feelings of uncertainty and stress arising from formal 

learning situations are highly important in understanding learner experiences’ (p. 378). This 

is highly relevant to the cases described in the thesis, as these document the experiences of 

participants during organisationally sanctioned workshops. This is further supported by 

Knights and Clarke (2013) who enable me to connect the concepts of insecurity and identity. 

Based on their study about insecure identities in academia, they theorise that …’the concepts 

of identity and insecurity [are] conditions and consequences of one another’… (Knights & 

Clarke, 2013, p. 335). They position insecurity as an outcome of a process of being subject to 

the potential of being socially included or excluded and as further influenced by notions of 
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success or failure and thus propose this as a preoccupation with a need to stabilise one’s 

identity within the context of organisational norms (Knights & Clarke, 2013, p. 336).  

Although Gagnon’s (2008) work relates largely to management education and Knights and 

Clarke’s (2013) work relates to academia, I propose that this experiencing of insecurity and 

related identity work occurs frequently in organisations with diverse employees. Diversity 

creates dynamics where people from all backgrounds seek to stabilise their identity and 

achieve plausibility to understand the confusing, ambiguous or equivocal events that result 

from encountering different types of people and perspectives. This, then provides a useful 

way to define the notion of insecurity for this thesis as ‘the process of stabilising our identity 

within the context of an organisation to mitigate the potential of being socially included or 

excluded’. Therefore, the process of sensemaking as noticing, insecurity and actioning is a 

useful way to frame my sensemaking analysis lens as an active process depicted by Figure 2. 

The Sensemaking Analysis Lens below.  

 

The Sensemaking Analysis Lens 
 

The process of sensemaking as noticing, insecurity and actioning is a useful way to frame my 

sensemaking analysis lens as an active process depicted by Figure 2. The Sensemaking 

Analysis Lens below. 
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Figure 2 - Sensemaking Analysis Lens 

 

It enables me to explore to what extent an organisation, through its MD group discourse, 

influences these processes and, rather than create a foundation for inclusion, further 

contributes to insecurity, resulting in actions of normalising rather than creating.  In the 

context of Australian MD practice, this is an important distinction, as much of the work to 

date has tended to focus on lessening individual and organisational discomfort with diversity 

(De Vries, 2010; Qin, Muenjohn, & Chhetri, 2014; Sinclair, 2000), rather than on creating new 

ways of thinking and being. Therefore, for the purpose of this thesis, I define sensemaking as 

an active process of questioning and inventing new ways of thinking and being when 

encountering new situations; and in this instance, in the MD space. 

The analysis through the sensemaking lens as depicted in Figure 2 above, for this thesis, then 

revolves around identifying examples of the active process of sensemaking by participants 

that occurred in the three cases and how this in turn influenced the organisation.  Specifically, 

through this lens I can engage with the participant stories within the three cases and identify 

moments of noticing, and insecurity arising.  I will then be able to describe these moments 

embedded in the stories from a potential confusion/ambiguity/equivocality perspective and 

Noticing

•An unfamiliar situation

Insecurity

•Confusion

•Fear

•Curiosity

Actioning

•Normalising

•Creating



Chapter Two - Framing the Research Context and Analysis Lenses through the Literature 

52 
   

identify what participants did in terms of actioning. By describing actions that revolve around 

lessening discomfort through known or taken for granted understandings (normalising) or 

examples of questioning what was encountered to create new ways of thinking (creating) I 

am able to provide examples of participant sensemaking and thereby position sensemaking 

as an important consideration for the MD literature and in MD practice. In addition, I will, 

when possible, locate these notions of sensemaking within the five themes9 discussed by 

Brown et al. (2014) identified earlier to deepen the contribution sensemaking can make to 

the MD literature.  In addition, I will identify and document my own processes of sensemaking 

as it relates to the Culturewise Practice methodology and this research process to contribute 

to MD practice. 

 

Identifying Gaps in the Literature and Formulating Research Questions.  
 

The MD literature clearly identifies a lack of clarity around the aims of MD, as is demonstrated 

by the ongoing discussions around the business case/social justice dichotomy and the three 

dilemmas10. This is further exacerbated by a lack of literature that provides insight into how 

this complexity influences how participants in organisational MD initiatives, rather than 

managers, perceive organisational MD directives and initiatives. I propose that a continued 

focus on the dichotomy and the three dilemmas is increasingly limiting and counterproductive 

both in terms of furthering MD theorising as well as MD practice. For example, the 

complexities are presented as binary either/or positions and as if a focus on one, immediately 

precludes paying attention to the other.   

                                                           
9 1) Discourse, 2) power and politics, 3) micro and macro concerns, 4) identity, and, 5) decision-making and 
change. 
10 Sameness/difference; group/individual; Catalyst for change/status quo. 



Chapter Two - Framing the Research Context and Analysis Lenses through the Literature 

53 
   

By looking for evidence of these complexities in the three cases, the organisational 

motivations for engaging in MD, as well as the organisational practice paradigms can be 

identified. From these insights, inferences can be drawn on how the practice paradigms shape 

organisational initiatives in the three cases, and to what extent participants in the 

organisational initiatives perceive these and see themselves as actors and enablers for 

change. This will make an important contribution to the MD literature, as it provides an   

explanation how MD initiatives are perceived and acted upon by participants in these 

initiatives. To make this contribution, the following research questions will be explored: 

1. How are the complexities in the MD literature enacted in MD approaches in Australia 

as represented by the three cases?  

a. What motivates the organisations and how does this shape their practice 

paradigm and MD directives? 

b. How are differences and identity (etic/emic) apprehended and positioned 

within these directives?  

c. Why it is important to understand the rationale behind an organisation’s 

positioning of its MD initiatives and what are potential implications on MD 

research and practice? 

To arrive at my second research question, I now shift my focus to sensemaking, as this will 

provide an additional angle from which the experiences of the participants engaged in 

organisational MD initiatives can be analysed. This is important as I identified earlier there 

are only a few micro examples of what happens in terms of sensemaking when people engage 

in MD initiatives in organisations (Maitlis & Christianson, 2014.  This then provides a further 

contribution to the MD literature from a participant perspective as well as positioning the use 
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of sensemaking as a theoretical consideration in MD practice. As such, it also provides a 

contribution to the sensemaking literature as in the thesis, the CWP approach provides an 

example of a sensemaking approach to MD. In addition, sensemaking is also positioned as an 

analysis lens for the three cases to explore how participants made sense of, engaged with and 

enacted organisational MD directives.  

This exploration then aims to seek answers to the second research question: 

2. What does a focus on sensemaking reveal about participants in organisational MD 

initiatives as demonstrated by the three cases? 

a. How do participants make sense of MD directives and how does it shape their 

actions? 

b. Do participants see themselves as actors and enablers for change, and if so, 

how do they enact this role? 

c. How can micro moments of sensemaking influence macro organisational 

environments? 

 

The third research question then relates to the gap in the literature related to emerging 

approaches to MD. As identified earlier, in practice, an increasing recognition of the need for 

organisations to shape conducive environments to achieve a sense of belonging and to 

overcome inequality is emerging. This is referred to as achieving inclusion. Also, literature 

around what are referred to as ethically based inclusive organisational capabilities and more 

relational approaches to diversity are scarce. Moreover, in practice, MD is increasingly 

referred to as Diversity and Inclusion, yet, the conversation about what that means and who 

does what seems to be missing. Rather, although the name has changed, the work seems to 
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have stayed largely the same. It is here that a further contribution to the MD literature can 

be made by answering the final research question which is articulated as follows: 

 

3. How can sensemaking be theorised as a foundation for practicing inclusion? 

a. How does diversity work differ from inclusion work? 

b. What are the implications for current practice based on this distinction? 

c. How can this shift be facilitated and what roles do practitioners and managers 

take?  

The final research question then provides an opportunity for further consolidation and a 

discussion to provide insight into possibilities for MD practice. 

4. How can organisations shift from MD to practicing inclusion? 

 

Conclusion 

 

By exploring the literature, I have been able to identify gaps in the literature, clarify the 

research questions and contributions to the literature and construct the analysis lenses 

through which my reflexive analyses will take place. How I will conduct this analysis will be 

further discussed in Chapter Three. The table outlined on the next page, entitled Table 1. 

Analysis Framework provides a concise outline of how these two lenses build on and support 

each other, and how I provide compelling accounts that will enable answers to my research 

questions to emerge and make my contributions to MD research and practice.  
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Table 1 - Analysis Framework  

Analysis focus 
 

MD Sensemaking 

Organisational MD Paradigm 
 
Exploring Motivations 

Business Case/Social Justice 
 
Exploring the dilemmas 

• Sameness/ 
difference 

• Individual/Group 

• Change catalyst /status quo 
 

What is the prevailing practice 
paradigm in each case? 
 
• Compliance 
• Leveraging 
• Inclusion 

What are the organisational MD 
directives based on? 
 
• Difference/Sameness 
• Ambiguity/Equivocality  
 
How is identity apprehended in 
each of the cases?  
 
• Etic or emic  
• ‘other’ or and lesser than? 
 

Participants 
 
Exploring what happens 

• Organisational directives 

• Insecurity  

• Actors and enablers for 
change 

 
How are participants perceiving 
the organisational MD paradigm?  
 
• Do participants perceive 

themselves as actors and 
enabler for change? 

 
How are participants making 
sense of/engaging with the MD 
directives? 
 
Ambiguity/Equivocality 
• Noticing  
• Insecurity 
• Actioning 
 
Which sensemaking themes can 
be identified? 
• Discourse 
• Power and Politics 
• Micro and Macro concerns 
• Identity 
• Decision-making and change. 
 

 

By reflexively re-engaging with what happened in each of the three cases outlined in the 

thesis and exploring the practice paradigm of each case, I can explore if and to what extent 

the MD dichotomy (business case/social justice) is present and to what extent it influenced 

MD practice in each case.  By exploring how difference is apprehended in each case 

(group/individual) I can explore the triggers for sensemaking and the types of actions 

(ambiguity/equivocality) that followed to better understand how MD practice can be 

positioned as an organisational sensemaking process and a catalyst for change. In addition, 

by providing participant examples of insecurity, resulting from ongoing dynamic and iterative 

processes driven by MD initiatives, I aim to shed light on how organisationally determined 
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etic identity group discourses used as sense-giving devices can potentially get in the way of 

inclusive practices. Secondly, I aim to demonstrate how in practice and in micro interactions, 

group notions of difference don’t always matter and how a continued focus on this only can 

result in the creation of resistance to change by those who perceive MD work as a threat to 

the status quo.  Thirdly, I also aim to demonstrate that in practice, static group-based (etic) 

MD work in organisations tends to result in silos and thereby limits the practice of MD to 

increasing representation and paying attention to the needs of groups in isolation only. This 

in turn can result in further resistance. Firstly, again from groups of people who perceive MD 

work as a threat to the status quo, and; secondly, by other equity groups who may 

inadvertently be required to compete for already scarce organisational resources. Based on 

these explorations, I aim to make a distinction between the work related to diversity and the 

work related to practicing inclusion and make a case that, to be a catalyst for change, inclusive 

practice needs to focus on the dynamics that are created when diverse people work together. 

As such, practicing inclusion then revolves around enacting the principles of equality, and the 

dignity and agency of people as human beings through processes and practices that safeguard 

these notions. These deliberations then form the heart of my contribution to the MD 

literature and practice by explicating how a focus on sensemaking based on principles enable 

organisations to balance the business case with social justice, transcend the three dilemmas 

and provide for a different way of practicing diversity.
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Chapter Three – Outlining the Methodological Approach and the 

Research Process 
 

Introduction 
 

In this chapter I outline the methodological approach undertaken in this research. I chose a 

qualitative approach which is focused on interpreting and making sense of people and the 

processes they engage in to develop understandings about actions, interactions, motivations 

and opinions (Denzin & Lincoln, 2011).  Due to its human centred focus, qualitative research 

has the potential to enable exploration of issues regarding equity and social justice, and the 

possibility of the transformation of participants’ and researchers’ lives (Mackenzie & Knipe, 

2006), which is particularly pertinent for this research. Within this qualitative research 

paradigm, I chose autoethnography and reflexivity as methodology and set of methods to 

frame my research endeavour. I will begin by introducing the ontological and epistemological 

assumptions that underpin this research endeavour, and my epistemological choices of 

autoethnography and reflexivity. Through this I clarify why the methodological choices I make 

are particularly appropriate for this thesis. I will then discuss the specific methods used in my 

research process and I will show how I address issues of credibility. Lastly, I outline how I 

collected, analysed and interpreted the information through the writing of reflections and 

autoethnographic narrative accounts.    
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The Research Paradigm. 
 

A Social Constructionist and Interpretivist Philosophy 
 

The chosen research approaches represent a social constructionist and interpretivist 

philosophy as the ontological foundation. This means that expressions of reality are ‘socially 

constructed’ (Creswell, 2003, 2013b; Duberley et al., 2013) and generated and interpreted 

through the simultaneously operating/intersecting perspectives of people and their 

surroundings. More specifically, a social constructionist ontology, or world view (Cassell and 

Symon, 2010, p. 17) is located within the broad subjectivist approach to social science. This 

requires further explanation. Historically social research was positioned solidly within an 

object/subject distinction. Where a subject represents an individual or actor and a subject 

represents a material artefact, symbol or text. Along those same lines, social science research 

was aligned on a continuum of basic assumptions between subjectivist and objectivist 

approaches based on the premise that…’while human perceptions may differ [subjective], 

objects remain unchanged [objective]’ (Cunliffe, 2010, p. 652).  This means that subjectivist 

research seeks to develop meaning and understanding and where subjectivist research seeks 

to find truth. In more recent discussions, scholars (Cunlifffe, 2010; Lather, 2006) propose that 

through the ways in which organisational researchers have expanded their research 

methodologies and subsequent theorising, these historically basic assumptions have been 

eroded. Subsequently, three knowledge problematics have been proposed, objectivism, 

subjectivism and intersubjectivism, to more clearly articulate the nuances and to better 

understand the relationships between our worldview and our ways of researching (Cunliffe, 

2010). Objectivism is grounded in the assumptions that reality exists independent of our 

interactions. Subjectivism is grounded in the assumptions that realities are ‘imagined and 
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therefore a product of the [creative, autonomous] human mind’ (Cunliffe, 2010, p. 649). 

Intersubjectivism on the other hand is grounded in the assumption that people are always 

selves in relation to others, that the social world represents embodied interrelated 

experiences and that because of this, meanings shift over time (Cunliffe, 2010, p.658).  For 

the purpose of this thesis I propose the following definitions: Objectivism: a philosophical 

research assumption that proposes that reality exists independent of our interactions. 

Subjectivism: a philosophical research assumption that proposes that realities are imagined 

and produced through individual creative, autonomous moments of understandings. 

Intersubjectivism:  a philosophical research assumption that proposes that reality is created 

through relational, interactive and embodied moments of meaning making between people 

and their environments.  It is important to identify and clarify these nuances within the broad 

subjectivist ontological foundation identified for this study as it clarifies the interweavings of 

both subjectivism (individual creative, subjectivist autonomous moments of understandings 

and meaning giving) and intersubjectivism (intersubjective relational, interactive and 

embodied moments of meaning making) (Cunliffe, 2010; Alvesson, 2005). Within this, the 

stories resulting from subjectivist reflexive re-engagements by myself as the researcher, 

describe the intersubjective moments of meaning making of myself and by participants. These 

stories are then positioned as the objects for a subjectivist analysis through the analysis lenses 

identified in Chapter Two. It is important to articulate these distinctions within the ontological 

position of research, as it holds consequences for the epistemological choices that can be 

made by the researcher (Cunliffe, 2010; Alvesson, 2005) 

Epistemology refers to the type of knowledge that is created and the way in which this is done 

(Cassell and Symon, 2012). For example, a subjectivist approach assumes that people not only 

give meaning to their surroundings, but also that understanding and gaining knowledge is a 
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personal and experiential endeavour, and that truth is in the eye of the beholder (Cassel and 

Symon, 2012). This means that research methods conducive to these assumptions need to be 

able to explore individual understandings, subjective experiences and multiple truths within 

the context of which these understandings are constructed (Cunliffe, 2010).  However, as 

outlined earlier, the intersubjectivist approach to research proposes that meaning making 

and gaining knowledge is also a relational endeavour, where knowledge emerges and shifts 

in a dialectical interplay between ourselves, others and our surroundings, which are 

experienced differently by different people. Thus, the epistemological choices for this study 

need to facilitate both.  

As such, within this study, a critical interpretivist epistemology is chosen, as it enables what 

occurs during exchanges to be interpreted and problematised (Creswell, 2013a; Duberley et 

al., 2013).  This also requires further explanation. Firstly, an interpretivist epistemology takes 

human interpretation as the starting point for developing knowledge and understandings of 

the social world. Furthermore, within this broad epistemological stance, the hermeneutic 

perspective proposes that the meaning of a part can only be understood if it is related to the 

whole, and that developing understandings is predicated on our preunderstandings of the 

world. This is important, as although this research is broadly located within a broad 

subjectivist ontology, the hermeneutic perspective enables and intersubjective expansion 

through critical examination and the unveiling of preunderstandings. Thus by engaging a 

critical stance both subjective observations and intersubjective relationship and meanings can 

be interrogated simultaneously. This then also enables an exploration of how these subjective 

observations and intersubjective relationships and meanings are influenced and regulated by 

hegemonic discourses and how preconceptions are maintained through taken for granted 

discursive processes (Willmott, 2005). By aligning to the hermeneutic perspective within this 
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epistemological interpretivist stance the influence of dominant viewpoints can be unveiled 

and an embedded respect for difference demonstrated. Moreover, it acknowledges that 

differences can only be revealed and challenged through processes of engagement, which 

then also suggests that implicit potentials for resistance can occur.  I will now move on by 

explicating the methodological choices made for this study. 

 

Framing Autoethnography as Methodology for the Thesis 
 

It is important to make a distinction between methodology and method in order to clarify 

how autoethnography as methodology frames this thesis. The above section clarified the 

world view (ontology) and the stance taken with regards to knowledge production 

(epistemology). Methodology then refers broadly to how data are collected and analysed to 

produce knowledge that is congruent with these philosophical choices (Cunliffe, 2010).   

Autoethnography is such a methodology. Richardson and St. Pierre (2005) propose that 

autoethnography is a form of ethnography writing which is produced through creative 

analytical practices. Learmonth and Humphries (2012) articulate this further by proposing 

autoethnography is concerned with the self in relationship to an inquiry, theories, texts and 

methods for representing the self. This is enhanced by taking a reflexive turn to examine the 

assumptions embedded in the inquiry, theory or text (Humphries, 2006).  Because of this 

reflexive turn, it is important for the autoethnographer to understand and clarify their world 

view and the stance taken with regards to how they position the self in this knowledge 

production endeavour (objective, subjective, intersubjective) as autoethnography uses 

personal stories and experiences and subjective ways of knowing to analyse broader social 

experiences (Goodall, 2000, Goodall, 2005; Haynes, 2011).  
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This positioning is at the heart of the debate between the two autoethnographic streams; 

evocative (Ellis & Bochner,2000) and analytical (Anderson, 2006).  

Evocative autoethnographers allow readers to make a connection with the subjective 

researcher’s feelings and the intersubjective experiences in order to evoke, whereas 

analytical autoethnographers are directed to objective writing and analysis in order to 

abstract and explain (Anderson, 2006; Learmonth & Humphries, 2010).  As such, both 

streams are critical of each other, as either being not analytical enough (evocative 

autoethnography), or too analytical and not evocative enough (analytical ethnography). To 

overcome this, Learmonth and Humphries (2013) propose that these concerns can be 

balanced by constructing a double autoethnography; one that seeks to be both evocative 

and also has analytic engagement. This is supported by Chang (2008, p. 46), who positions 

autoethnography as ‘a process of combining formalised bodies of cultural analysis with 

individual reflective interpretation through a narrative focus’.  It is this form of 

autoethnography that provides the framing of this thesis. The following discussion provides 

further insight into how the assumptions and stances are embedded in this double 

autoethnographic framing. 

Denzin (2006, p. 422) asserts that autoethnography is ‘a combination of performance, 

pedagogy and the political, which is enacted through our writing and talking, as we represent 

and re-enact the world in which we study’. We recreate our experiences through the lenses 

of our own perceptions, and our intersubjective impressions are also relayed through the 

stories of others (Duberley et al., 2013). In so doing, due to the dominant influences 

surrounding us, we tend to construct particular politicised versions of the way we see things, 

which in turn provides an opportunity to influence others through the way we represent or 
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perform those constructed realities. As this involves a cyclical process, the inherently reflexive 

impetus of autoethnography challenges taken for granted modes of representation.  Indeed, 

the critical underpinnings of reflexivity enables us to embark on a journey to disrupt, 

challenge and deconstruct conventional restrictive cultural and methodological practices in 

order to contribute to the long-term goals of creating more inclusive and egalitarian societies 

(Denzin, 2006, p. 422; Hibbert et al., 2010). Adams and Jones (2008, p. 374) echo this aim by 

describing autoethnography as ‘hinging on the push and the pull between and among analysis 

and evocation, personal experience and larger social, cultural and political concerns’. Thus, in 

an organisational context, connecting, what Boyle and Parry (2007, p. 186) suggest as ‘the 

meta organisational context through micro inner accounts of experience’.  

The active process of documenting autoethnography combines characteristics of both 

autobiography and ethnography (Ellis, Adams, & Bochner, 2011; Ellis & Bochner, 2000). For 

example, autobiography enables one to write about significant encounters as a participant in 

and contributor to what transpired during the encounter. In autobiography, the focus is 

predominantly introspective, based on ‘self-representation’ and personal insights gained 

from these encounters (Roberts, 2002 , p. 4). This is achieved through a process of evaluative 

self-reflection where, by looking in on one’s own experiences, it becomes possible to locate 

notions of selfhood as set within specific social and cultural contexts (Goodall, 2005; 

Humphreys & Learmonth, 2013; Roberts, 2002).   

Ethnography, on the other hand is a ‘research process’ that revolves around ‘living with and 

living like’ (Van Maanen, 1988 , p. 2) those who are studied. It is a formalised process of 

looking in on the social world, providing more generalised descriptions and insights related 

to wider cultural encounters to enable sensemaking about the broader social and cultural 
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processes within which groups are embedded in (Creswell, 2013a; Yanow et al., 2013). For 

example, although it is recognised that interpretation processes are subjectively-based, and 

influenced by the researcher, ethnography focuses predominantly on intersubjective 

reflections as it is concerned with understanding cultural phenomenon (Van Maanen, 2011; 

Wall, 2006; Yanow et al., 2013).  

Therefore, autobiography could be described as a process of personalising research; focused 

largely on looking back and in and providing a subjective perspective. Ethnography tends to 

revolve around the outsider perspective of being present and looking in and providing an 

intersubjective view of processes contained within specific encounters. Autoethnography 

then aims to provide further insight into these approaches by providing a means whereby 

‘evocative personalised accounts can impact on the sensemaking of the reader by providing 

powerful explanations about what occurred’, in the three respective cases (Boyle & Parry, 

2007, p. 185). Autoethnography thus facilitates a richer analysis process that both validates 

and further disrupts the insights derived from autobiography and ethnography by 

documenting evocative personalised insights on the impact of taken-for-granted discursive 

processes in social settings and organisations. It provides a means for multiple voices and 

perspectives to be heard and considered relative to dominant social, cultural and political 

discourses, which are then framed through evocative narrative examples (Boyle & Parry, 

2007; Goodall, 2005; 2008; Holman Jones, 2005).  

This thesis documents these reflexive processes where the practical aspects of diversity and 

inclusion are explored and re-enacted by recounting, deconstructing and reconstructing 

organisational narratives through an autoethnographic lens. This process will involve 

adopting the analysis lenses of managing diversity (MD) and sense-making as outlined in 
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Chapter Two, from the viewpoint of myself as a practitioner and a participant in, and 

reflecting on participant encounters as an intersubjective endeavour of exploring relational, 

interactive and embodied moments of meaning making between people and their 

environments (Greig, Gilmore, Patrick, & Beech, 2012). Subsequently as a reflexive 

researcher, I will then, through a disruptive (Hibbert et al., 2010) re-engagement aided by my 

insights gained and influenced by my ongoing current practice make a case for and reframe 

MD to focus on practicing inclusion. Here I take a subjective stance as I imagine and produce 

my own individual creative, autonomous moments of understandings.  This reframing can 

then be further achieved through the rigorous methods of ‘reflexivity’ being applied to 

interrogate my experiences as the researcher and the practitioner using the CWP approach 

and the range of intersubjective relations encountered with participants in the organisations 

represented by the three cases, thus also taking an intersubjective turn. Lastly, my personal 

reflections add further depth by providing insight into personal struggles around 

sensemaking, identity and inclusion relevant to this research process (Alvesson, Hardy, et al., 

2008; Alvesson & Skoldberg, 2005; Cunliffe, 2003, 2009; Hibbert et al., 2010); which 

represents a further intersubjective turn.  Lastly, my chosen methodological framework 

celebrates multiplicity and ensures it is also compatible with the CWP approach that I 

developed as a practitioner. I will expand on this approach in detail in Chapter Four, where I 

provide an overview of its emergence and foundations.   

 

Autoethnography and reflexivity as methods 
 

As outlined above, autoethnography provides the overall framing approach to the research 

with reflexivity then providing the means through which a systematic analysis is conducted 
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and where the interpretations are framed through autoethnographic narrative accounts to 

constitute the thesis.  The following discussion provides a further detailed explanation of 

autoethnography and reflexivity as methods; how they will be applied and how challenges 

and limitation associated with the methodology will be addressed. 

 

Writing Autoethnography 
 

Autoethnography is best described as a way in which, through writing and researching in an 

openly subjectivist manner, we might more readily situate ourselves (myself as the researcher 

and practitioner) as socially constructed identities within the environments that we occupy.  

This begins, as Ellis and Bochner propose (2000 , p. 737) with ‘paying attention to one’s own 

experiences through a rigorous process of reflection and through ‘…emotional recall try to 

understand an experience…’, and then write these reflections as a story. Holt expands on this 

by identifying that ‘the objective of this approach is to explicitly locate our sense-making 

processes, as researchers, into broader relational encounters’ (Holt, 2003, p. 18) than is 

possible with more objectivist methodologies. Within the context of organisational research, 

Boyle and Parry (2007, p. 185), propose that the ‘introspective and retrospective nature of 

autoethnography can enhance understandings of the link between the individual and the 

organisation very effectively’.   

The strengths of autoethnography then, as a non-traditional and emancipatory-orientated 

form of enquiry and expression, creates ‘a space for the sharing of unique, subjective, and 

evocative stories of experience that contribute to our understanding of the social world and 

allow us to reflect on what could be different because of what we have learned’ (Wall, 2006, 
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p. 148). As such, the intention is to be as inclusive of the participants11’ points of view as 

possible, which is facilitated through the adoption of multiple voices, or a polyvocal approach 

(Arnold & Brennan, 2013; Tobin & Davidson, 1990), and overtly reflected upon through the 

critically reflexive recorded activities of the researcher themselves.  

Chang (2008, p. 46) thus defines autoethnography as ‘a process of combining formalised 

bodies of cultural analysis with individual reflective interpretation through a narrative focus’. 

Chang asserts that the benefits of autoethnography lie in three specific areas:  

(i) ‘…providing an accessible, user-friendly, inter-subjectively, personalised research 

methodology for the researchers, participants, and other readers;  

(ii)  adopting an interactive focus provides the opportunity to enhance understanding 

of one's own sense of self identity in relation to others; and,  

(iii) as an applied field, autoethnography has the potential to challenge the oppressive 

elements of relationships by cultivating an enhanced appreciation of the dynamics 

of human identity construction processes in respect to culturally defined 

contextual practices’ (Chang, 2008, p. 52).  

Therefore, Autoethnography, as a method is particularly relevant for this research endeavour 

as it will enable the deconstruction, analysis and re-constructive theorising of my inter-

relational encounters as a diversity practitioner and will help to further elaborate the 

implications of my own role (along with others) operating as a consultant, and, as a researcher 

and reflexive autoethnographer, making sense of these complex organisational relationship 

settings (Humphreys, Coupland, & Learmonth, 2015; Sambrook, Jones, & Doloriert, 2014). 

                                                           
11 In this context the participants referred to are the people involved in each of the cases as well as me as the 
practitioner and researcher. 
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Limitations and Challenges of Autoethnography 
 

Like any research methodology, autoethnography does not come without its challenges.  Ellis, 

Adams and Bochner (2011, p. 36) propose that autoethnography is ‘criticized for either being 

too artful and not scientific, or too scientific and not sufficiently artful’. They suggest however 

that an autoethnographer provides for both as ‘research can be rigorous, theoretical, and 

analytical and emotional, therapeutic, and inclusive of personal and social phenomena’ (Ellis 

et al., 2011, p. 38).  Boyle and Parry (2007 p. 187-188), expand on this by proposing that 

organisational autoethnography needs to be inclusive of extant literature, make a 

contribution to theory and is required to read well. This then requires a researcher to apply 

rigour to their research process as well as write well and write truthfully.   

Haynes (2012, p. 135) identifies further tension that need to be considered. These are 

identified as needing to make decisions about ‘the extent of and form of personal disclosure, 

the voice and representation of the researcher, the difficulties in dealing with sensitive, 

embarrassing or very personal subjects; conflicts between public and private domains; 

questions of validity; the extent and form of theorisation of autoethnographical narratives; 

emotion and performativity; and issues in the presentation and representation of the identity 

of the researcher. 

In a similar vein, Chang identifies the following five specific areas to be wary of: an excessive 

focus on notions of self in isolation from others; an overemphasis on personalised narration 

at the expense of critical analysis and wider cultural, interpretation; exclusive reliance on 

personal memory recollections as primary source material; negligence of ethical standards 

regarding treatment of others in self-narratives (Chang, 2008, p. 55). When each of these 
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areas are taken into account within the research process rigour can be demonstrated and 

thus an inappropriate application of the label ‘autoethnography’ is avoided.  Hayne’s (2012) 

tensions and Chang’s (2008) reservations will be taken into account throughout this study. In 

addition, the engagement of a reflexive set of methods which transparently show the 

workings of how insights were arrived at throughout the research process, as proposed by 

Chang (2008), and supported by Boyle and Parry (2007) and Ellis, Adams and Bochner (2011), 

is intended to guard against this. Following is an overview of the specific reflexive methods 

taken in this research endeavour.  

 

Reflexivity as methods of analysis 
 

A reflexive set of methods underpin how I engage with the organisational stories and the 

literature. To provide context, this section will briefly explore the notions of reflexivity used 

for this research. Reflexivity is a strand of qualitative research methodology that focuses on 

the relationship between the researcher and the object of the study. It is a useful 

complementary approach to autoethnography as it enables the researcher to reveal and place 

a critical lens on taken for granted assumptions underpinning both the research and the 

position of the researcher themselves (Brannick & Coghlan, 2006). It enables a researcher to 

acknowledge how she influences both the research process as well as the research outcomes 

(Haynes, 2012, p. 72). This is accomplished by the researcher engaging in a systematic process 

of reflexivity in relation to all aspects of her research. This is important, as it will not only 

provide insight and understanding about the situations encountered, but also provide for 

opportunities what Greig et al. (2012, p. 267) propose as ‘arresting moments’. These 
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moments are defined as moments where new knowledge is co-produced as practitioners and 

researchers may find themselves influenced and changed (Greig et al. (2012).   

Cunliffe (2003, p. 988) positions a notion of reflexivity as ‘critical reflexivity’ consisting of a 

two-phased ‘constructionist’ and ‘deconstructionist’ process. She describes both as activities 

of looking back, but each with a different focus. Constructionist activity focuses on describing 

the ways of being and enacting how one makes sense of and experiences the world. The 

deconstructionist activity, in contrast, places and describes this experience within specifically 

adopted theoretical frameworks to gain deeper insight. Positioned as a dialogical process she 

proposes that this allows the character of what is known and how it came to be known to be 

identified in more rigorous ways.  Furthermore, she suggests that this dialogical process then 

enables the researcher to both acknowledge and systematically manage the intersubjective 

aspects of her research process.  

Alvesson and Skoldberg (2005, p. 5) name the characteristics of reflexive research as 

comprised of ‘careful interpretation’ and ‘reflection’, noting that given pre-formed theoretical 

assumptions, understandings and reference to language determine the nature of 

interpretations in the research context. They propose that, in research, critical interrogation 

of these highly interpretive influences is called for. Alvesson and Skoldberg (2005, p. 5) 

describe the method of ‘reflexivity’ as a ‘turning inwards toward the person of the researcher 

and the form of presentation in the research context in order to learn to critically interrogate 

one’s own way of constructing information and meaning along with others. 

Hibbert, Coupland, and MacIntosh’s (2010) framing of reflexivity is also useful for the research 

design underpinning this research project. They build on Cunliffe (2003) and Alvesson and 

Skoldberg’s (2005) work by framing the process of reflexivity around four specific dimensions 
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relative to the position the researcher takes, the depth of the reflexive engagement and the 

potential for change to occur by engaging in a reflexive process. They identify these as: 

repetition, where the researcher’s reflexive engagements are accomplished in a closed, self-

focused manner and where the potential for change is limited; extension, where the 

researcher, through an open focused reflexive self-engagement opens up to possibilities of 

change by critically engaging with habitual practices and, as Cunliffe and Jun (2005) propose 

as opening up for being ‘struck’ by an alternative possibility or theory. Subsequently, 

disruption, takes place where the researcher’s reflexive engagements are guided by external 

sources and thus disrupt, taken for granted, ways of knowing and being; reflecting both 

Cunliffe’s critical reflexivity (2003) and Alvesson and Skoldberg’s (2005) notions. Lastly, 

participation, is where the researcher (and in my case also the practitioner), through an active 

process of engagement with others is transformed. By outlining these four dimensions, 

Hibbert et al. (2010) demonstrates how reflexivity at each turn is both recursive and 

relational. Recursive then relates to the research and the researcher turning on oneself in 

different ways. Whereas relational relates to the involvement of others and different 

perspectives, to uncover new possibilities and potentials. As such, it is also important to 

demonstrate reflexivity around the research process undertaken and my own position as a 

researcher (Greig et al. 2012). 

Reflexivity in the context of this study then takes on characteristics of the workings proposed 

by all of these authors. For example, in accordance with Cunliffe’s (2003) constructionist and 

deconstructionist phases, and Hibbert et al.’s (2010) repetition and extension phases, I will 

construct narratives based on the three cases through a retrospective chronological reflexive 

reengagement on my practitioner experiences during the emergence and subsequent 

evolution of the CWP approach, namely the Government Story, the Health Story and the Sport 
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Story presented in Chapters Five, Six and Seven, to provide a foundation and context for 

further analysis.  

Following on, I will engage in careful interpretation and reflection as a researcher as proposed 

by Alvesson and Skoldberg (2005) and Hibbert et al.’s (2010) disruption phase, by re-engaging 

with my practitioner experiences and by applying the theoretical lenses of MD and sense-

making to each of the cases to explore what happened from those theoretical perspectives. 

In addition, I will take a further reflexive turn as a researcher uncovering and exploring the 

influences of my own assumptions whilst engaging in the research process (Greig et al., 2012, 

p. 270).  

From there, I extend my reflexive analysis further into the approach that underpinned my MD 

practice as contained within the expose of the CWP approach that will be outlined in Chapter 

Four.  This subsequent phase, which I coin a disruptive reflexive enquiry, (DRE) aligns with 

Hibbert et al.’s (2010) participation phase and Alvesson and Skoldberg’s (2005) perspective 

of reflexivity of careful reflection and interpretation. Here, through an in-depth process of re-

interpretation and reflexive engagement, based on the insights received from my earlier 

reflexive engagements and my ongoing development over time as a practitioner, I theorise 

the practice of inclusion. Hibbert et al (2010, p. 57) propose that the participation phase is 

characterised by the researcher surrendering the process, direction and meaning of the 

research, as well as herself, to others. Thus, by doing so a change in both is facilitated and 

they suggest that the ‘other’ can be represented by a ‘classic text’ or other sources that 

‘speaks to her condition’ rather than a person (Hibbert et al., 2010, p. 57).   

On first glance, my DRE approach, seems similar to this, as by turning towards my own CWP 

approach, and this performing as ‘the other’ would suggest that I give myself over to a new 
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direction and meaning in my research.  However, the intention is not aimed at refocusing my 

research, rather, it is aimed at enquiring about practicing inclusion as an alternative for MD 

practice by simultaneously exploring my own struggles with inclusion/exclusion as illustrated 

through my poem which is included in the thesis as an Epilogue. These reflections are based 

on ATR which I briefly introduced in Chapter One and further explicate in Appendix 1. Through 

the crafting of this poem, based on ATR (Watson, 1986) I explicate my own sensemaking 

about myself and the choices about inclusion faced as a migrant. Based on further insights 

received through discussions with Dr Watson that took place as part of my collaborations with 

her on other consultancies, I am able to further develop myself and my embodied approach 

to my work as a practitioner. This continuous process of learning in practice is also consistent 

with operating from an ATR perspective, as the seeking of knowledge is initiated by the person 

who wants to learn (Watson & Graham, 2013).  This final phase in my process then represents 

a consolidation of my learnings through this research process as a researcher, learner and 

ongoing practitioner.   

The above outlines how reflexivity will be used as a method of analysis to gain insights as a. 

However, I have not clearly identified how I as a researcher will take a reflexive stance  

 

Recapping the Research Process 
 

To reiterate, autoethnography applied as a methodology enables the balancing of three 

interrelated aspects involving:  auto – the autobiographical self; ethno – the ethnographic 

context and environment; and, graphy – the application of a reflexive research process and 

analysis which produces narrative accounts (Ellis & Bochner, 2000; Wall, 2006).  As such, 

‘autoethnography is both process and product’ (Ellis et al., 2011, p. 273). By re-engaging with 
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project materials, notes and documented observations, along with participant evaluations 

and feedback received from key participants on my initial stories, a systematic process of 

balancing the above three aspects can be accomplished. The illustration below Figure 4. 

Reflexive Analysis Process, provides a depiction of my reflexive analysis process and the types 

of resulting reflexive and autoethnographic narratives.   

 

 

 

 

Figure 3 - Reflexive Analysis Process 

 

Step 1, Re-engagement, depicted by the purple section illustrates that, based on a re-

engagement with the project materials and through the construction of reflexive 

chronological accounts, I document and analyse my own direct experiences, thoughts, actions 
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and the encounters with participants in the three consultancy projects which took place over 

the period of approximately six years. These chronological accounts will describe how the 

CWP approach emerged (Government Story) and subsequently evolved (Health Story, and 

Sport Story).  In addition, I will be outlining the individual and organisational perspectives, as 

well as my own interpretations and initial insights on the experiences I encountered. In 

particular I will outline how the CWP approach was used and how it was adapted to the 

context of the organisation in order to illustrate what happened. In addition, I illustrate what 

motivated the organisation and why we (the consultants) were engaged.  As such, these 

chronological stories represent an intersubjective stance, provide an initial outline in a 

detailed way and will provide me with the opportunity to add my own initial reflexive insights 

as an activity of looking back to identify initial insights and further story threads. 

Step 2, Analysis, depicted by the coral section, demonstrates that the chronological reflexive 

narratives resulting from Step 1 provide the means (objects) for me to engage in a reflexive 

analysis through the lenses of MD and sensemaking as outlined in Chapter Two. In this step, 

I look for examples of participant insecurity as my initial point of reference in the project 

materials and relay my reflexive observations as both a consultant and as an outsider to the 

program the participants engaged in to illustrate the embodied character of what occurred at 

the time (Parry & Hansen, 2007; Stevens, 2011). As such, Step 2 produces subjective 

autoethnographic reflexive narratives which will also serve as ‘evidence’ of the MD and 

sensemaking processes as outlined in Chapter Two and sets the tone for theorising in Step 3. 

Step 3, depicted by the turquoise section, then revolves around engaging in DRE.  As a 

researcher, the ‘evidence’ gathered in Steps 1 and 2, and my continued practitioner 

engagements will then facilitate a discussion into possibilities for contemporary DM and the 
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practicing of inclusion.  Through this, I produce an intersubjective theorising narrative based 

on what Hibbert et al. (2010, p. 51) describe as ‘becoming absorbed in the patterns of 

collective thinking of the other’ and seek and contribute ‘…new understandings, …mutually 

developed through the fusion of horizons’; thus, resulting in a more synergistic foundation 

for contemporary diversity and inclusion practice.   

 

Identifying the Various Information Sources 
 

So far, I have provided a detailed overview of my research paradigm, my autoethnographic 

method, reflexivity as analysis framework and an overview of my research process. To provide 

further insights into this process, I also need to explicitly identify the various information 

sources for this research endeavour.  As indicated earlier, each of the cases outlined in this 

thesis represent a consultancy project I led or was involved in as a practitioner and as such I 

have access to the resulting project materials. In the thesis, these cases are identified as the 

Government Project, with a State based Government Department. The second project was a 

Health project with a State-wide focus, and the third project was a Sport project which had a 

national focus.  Throughout each project I recorded meeting notes, reflections, ideas and 

conversations as a part of my everyday practice to keep track of my work progress and any 

decisions reached by the clients, myself and my colleagues. This practice resulted in 

notebooks specific to each of the cases presented in this thesis. As such, these notebooks and 

the project materials resulting from the engagements and memory work constitute the main 

information sources available to me.  Specifically, the project materials consist of project 

briefs, proposals, working documents, training materials, meeting notes, participant 

evaluations, and project reports relating to each consultancy project. In addition, as a matter 
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of course, I spent a significant amount of time thinking and conceptualising ideas that 

emerged from interactions. In the case of the development of the CWP approach, I recorded 

this by writing short pieces, or by drawing diagrams, flowcharts or pictures in either freehand 

or in PowerPoint to facilitate my thinking process. These pieces became the information 

sources for my introduction of the CWP approach that will be discussed in Chapter Four as 

well as assisting in my DRE in Step 3, resulting in my discussions as reflected in Chapter Nine. 

Also, the research outputs of each step also contribute further information sources for each 

subsequent step. Table 2. Research Design, on the next page, provides a concise overview of 

my overall research design and the various information sources. In addition, a list of 

information sources for each project is provided in Appendix C.  
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Table 2 - Research Design 

Research Step Information Sources (Objects) Method of Analysis Analysis Lenses Research Outcome 

Step 1 Re-engagement (Purple) 
Ontological Stance: Intersubjectivist 
Methodological Foundation: 

• Repetition/Extension (Hibbert 
et al., 2010) 

• Reflection/Reflexive analysis. 

• Deconstruction/Reconstruction 

• (Cunliffe, 2003, 2004; Cunliffe 
& Jun, 2005) 

• Project Materials 

• Notebooks 

• Publicly available information re 
context 

• CWP 
o Background information and 

thought pieces 
o Introductory section Chapter 4. 

• MD introduction Chapter 1. 

• Collaborator feedback 

• Recollections 

Re-engagement with Project 
Materials. 
Crafting of chronological stories 
and re-interpreting information: 

• How was CWP used 

• MD in Australia; what motivated 
the organisation 

• Telling the initial story, adding 
reflections, insights and story 
threads. 

CWP 
MD in Australia 

Reflective chronological accounts of MD 
practice in Australia based on the CWP 
approach, including initial reflections and 
insights. 

Step 2 Analysis (Coral) 
Ontological Stance: Subjectivist 
Methodological Foundation: 

• Reflexive Analysis. 

• Careful interpretation and 
reflection (Alvesson, Hardy, et 
al., 2008; M. Alvesson & 
Skoldberg, 2005) 

• Disruption (Hibbert et al., 
2010) 

• Narratives as evidence (Parry & 
Hansen, 2007; Stevens, 2011) 

• Outcomes of Step 1 – Reflective 
Chronological Accounts, Chapters 
5,6 and 7. 

• Chapter 2, Conceptual Literature 
Review 

Crafting of analysis lenses and 
conducting an analysis based on 
the chosen bodies of literature. 

• Engaging with the literature to 
sharpen the lenses through 
which to conduct the analysis. 
 

Re-engaging with the stories 

• fill in information gaps,  

• pick up on surprises,  

• identify examples for deeper 
analysis and insight. 

• Letting the stories speak to me. 
 
Applying the lenses and creating 
the stories from an organisational 
and participant perspective. 

MD Paradigm in each 
Organisation 

• Practice paradigms 

• Organisational 
Directives 

 
Sensemaking 

• Noticing 

• Insecurity 

• Actioning 
 
Identity 

• Etic/Emic 
 
 

Autoethnographic reflexive narratives: 

• Showing the intersubjective workings 
and understandings on how 
sensemaking and identity processes 
operate in MD practice. 

• Insights on the potentials of 
sensemaking approaches as 
disrupting existing practice 
paradigms. 

• Insights on MD practice in 
organisations on how identity 
apprehensions influences participant 
sensemaking. 

 

Step 3 DRE (Turquoise) 
Ontological Stance: Intersubjectivist 
Methodological Foundations: 

• Careful interpretation and 
reflection (Alvesson, Hardy, et 
al., 2008; Alvesson & 
Skoldberg, 2005) 

• Participation (Hibbert et al., 
2010) 

• Outcomes and insights of Steps 1&2  

• Chronological Accounts 

• Autoethnographic reflexive 
accounts 

• Reflections on ongoing practitioner 
work informed by ATR. 

 
 

Reflexively re-engaging with 
Chapter Eight. 

• Analysing, reflecting, drawing 
conclusions and documenting     

Insights gained from 
Steps 1 and 2 and 
learnings from 
continuing 
professional practice 
to date. 
 

• Reflexive narratives exploring 
sensemaking and insights as 
foundations for inclusion and diversity 
work. 

• Theorising narrative for practicing 
inclusion. 

• Reflective Poem personal 
sensemaking 
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In conclusion, the autoethnographic methodology and reflexive analysis methods outlined in 

this chapter provide an example of a rigorous and systematic approach to this study. 

Specifically, the research design and information sources represented show a systematic 

approach to the collection of evidence. The various reflexive analysis approaches and lenses 

contained within each research step, then provide for the different types of interpretation 

within each of the different contexts to occur. Lastly, the resulting narratives demonstrate 

how reflexivity and autoethnography as methods and product validates personal and 

interpersonal experiences as evidence of organisational processes occurring, as proposed by 

Boyle and Parry (2007). By enhancing the reflexive comprehension of everyday practice using 

evocative autoethnographic accounts, further understandings about what happens when 

people engage in MD initiatives in organisations and insights into how organisations can shift 

from managing diversity to practicing inclusion are provided.  As such, this endeavour makes 

a further contribution to the Autoethnography and Qualitative Research bodies of literature. 

As this thesis illustrates, systematically generated autoethnographic reflexive accounts can 

provide information, evidence and insight into organisational research practice.  

 

Ethical Clearance 
 

Ethical approval was sought from the University’s Ethics Committee (GSM/01/11/HREC) after 

I received confirmation of my candidature (Appendix D). Based on the Consultancy 

Agreements in place with the organisations, which stipulated that the rights to the materials 

produced in the course of the delivery of the services were retained by myself and my 

colleagues. Based on further advice from the Ethics Committee, I also sought written 

permission from the government and the sports organisation to use the project materials for 
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research purposes. This permission was granted. I was also granted written permission to use 

the Health project materials by the organisation who had contracted me and had retained 

the rights to the project materials from the Health organisation. Feedback on the 

chronological stories generated by the project collaborators, as well as on my poem by Drs 

Watson and Graham was also sought and received via electronic means. These letters and 

communications are stored in electronic format with all of the project materials used in a 

secure place at the University. 
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Chapter Four - Culturewise Practice 
 

Introduction 
 

In this chapter, I begin by introducing the Culturewise Practice (CWP) approach. By providing 

an initial overview of its inception and an exposé of its current iteration, I introduce and 

explicate the foundation upon which my practice in the three cases (the Government Story, 

the Health Story and the Sport Story) that immediately follow this Chapter are based. 

 

Introducing the Culturewise Practice approach 
 

Culturewise Practice is a framework and a method for engaging with diversity in organisations 

initially conceived by my colleague, who I shall refer to as Mandy, and myself.  It emerged 

when we realised we were both disenchanted about the disembodied and detached way in 

which people in organisations were engaged in cross-cultural training.  At the time,12 much of 

this type of training we had encountered within the wider community and not-for-profit 

sectors revolved around the provision of information about people from different cultural 

backgrounds.  This information consisted primarily of cultural protocols, settlement history 

and other demographic information, including English language capabilities. From our 

perspective, little, if anything in these training sessions revolved around engaging in 

meaningful and effective interactions. Mandy’s perspective had been informed in part, by a 

                                                           
12 Mandy and I started to work together in late 2008 when were both contracted by the not-for-profit 
organisation to provide the services through their newly established consultancy unit. Our agreement was 
based on a fee for service basis where we would follow up leads provided by the organisation and provide any 
resulting services.  
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multi-day cross cultural train the trainer session13 she has attended, whereas my perspective 

was based on my experiences with other projects in the past.  As such, much of the work at 

the time focused on providing information and less on providing opportunities for developing 

deeper understandings in this space. 

 

At the time, we realised we both held a shared a desire to develop an approach to cross 

cultural training that would provide a more embodied way to enable individuals to interact 

more effectively with people from diverse (cultural) backgrounds.  What I believe motivated 

us was that we perceived the process of interacting effectively with people from different 

(cultural) backgrounds as relational and complex, and influenced by individual perspectives 

held by each person and the context in which they engage with each other. In addition, we 

also believed that interactions with people required an approach based on equity and fairness 

and a fundamental belief in human dignity and agency. As Mandy’s previous work had 

focused on consciousness and personal development work, we realised that combining our 

areas of expertise would enable us to create something that would provide space for that 

complexity to be unveiled and addressed.  

 

We wanted to provide organisations and individuals with an opportunity to develop conscious 

insights and understandings about operating in ambiguous or confusing environments. We 

wanted participants to feel and recognise the confusion, frustration and (dis) empowerment 

often encountered by themselves, colleagues and the people they try to serve because of 

perceived notions of difference. We wanted participants to witness the (often) reactive 

                                                           
13 Train the trainer session are also known as facilitator training sessions. Participants are introduced to and 
instructed to deliver specific training based on existing materials and/or facilitate discussions and debriefing 
sessions in a formal workshop setting.  
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behaviours (their own and those of others) that emerged from such encounters and 

understand how these impact on the quality of subsequent interactions and perceptions 

about individuals seen as representing groups of people.  In addition, we wanted participants 

to understand how ones’ world view influences how one thinks about service design and 

delivery, policy development, workplace and community relations, to name just a few.    

Furthermore, we were convinced that a willingness to adapt to, or accommodate difference 

was perceived as an additional demand placed on people in their everyday work contexts, 

and therefore often took a backseat.  So, rather than creating an additional workload, we 

wanted to provide participants with a method to enable them to integrate a different 

approach into their everyday practices. 

 

As such, CWP’s stated aim is articulated as a way to enable people to expand their ability to 

interact effectively with people, whom they perceive as different, and to facilitate individuals 

and organisations to transform their practices to be responsive and inclusive. The approach 

is based on Experiential Learning Theory (Jarvis, 2011; Kolb, 1985; Kolb, Boyatzis, & 

Mainemelis, 2001) Intercultural theory (Bennett, 1986, 1993; Hofstede, 1991; Trompenaars 

& Hampden-Turner, 1998), Action Learning (Dick, 2006; Marquardt & Revans, 1999) and early 

ruminations based on my own practice (Pinto, 1995). When we first set out, I believed that 

both Mandy and I had a good understanding of the experiential learning process in practice, 

as we both had facilitated a variety of different learning environments over many years. I was 

conscious that this experiential learning approach was not new to cross cultural training.  

Nevertheless, I had always felt that there had been something missing; a focus on in-the-

moment skills to have a respectful and effective interaction. I thought that this was 

particularly important in a multicultural society as is Australia, and important for everyone, 
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including new migrants.  Yet, most of the cross-cultural training within the context of a 

multicultural society that I had encountered was provided to front-line service providers 

which revolved around internalising ‘information’ about the behaviours of the different 

‘other’.  This was problematic, as seeing someone as the ‘other’ often leads to perceptions of 

the other being less respectable or worthy (Ybema et al., 2009). 

  

The ideas contained in the CWP approach emerged first through involvements in a number 

of one-off training sessions with various organisations, facilitated by Mandy and myself in 

early 2009. Although the notion of working with the concepts of icebergs as an analogy to 

culture and working in the ‘space in the middle’ was not new (Kohl & Knight, 1994), we 

proposed that being effective in that space required thought, consideration and 

communication. Our thinking is reflected in Figure 5. Initial Concept Culturewise Practice 

below.  

  

 

Figure 4 - Initial Concept Culturewise Practice 
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We proposed that because of (cultural) diversity, the ‘space in the middle’, rather than being 

problematic, provided for hereto untapped possibilities that were obscured by unexplored 

interpretations of each participant, regardless of their cultural background, in an interaction.  

In our depiction, we positioned each participant in an interaction as an ‘iceberg’ (Kohl & 

Knight, 1994); each with their own feelings, thoughts, values and beliefs shaping their words 

and actions as well as their interpretations of the words and actions of the other. Secondly, 

we positioned that each participant’s perceptions also influenced what they were willing to 

negotiate. We proposed that in order to be effective in such interactions, working in the 

‘space-in-the middle’ therefore revolved around developing collective strategies to clarify and 

resolve differences of perspectives operating in-the-moment by engaging in dialogue or other 

creative means of communication.  We also proposed that within each interaction, individual 

people would be motivated by their own needs, those dictated by the context of the 

interaction, and their perceptions of potential shared outcomes. We proposed that ideas 

around what was perceived as possible and negotiable was further influenced by individual 

levels of (self) awareness, and (re) actions to the words and behaviours of others. We 

suggested that working in the ‘space in the middle’ required one taking responsibility for 

one’s own thoughts and feelings during these interactions. The aim of engaging in this shared 

process was to ultimately shift perspectives to arrive at shared understandings about new 

possibilities which could then subsequently change practice and influence policy. 

  

In late 2009, we were given another opportunity to progress the development of the CWP 

approach. Until that time, Mandy and I had shared many conversations, but had not yet had 

an opportunity to articulate our thoughts concretely within the context of one organisation. 

What happened at the time is outlined in further detail in the Government Story discussed in 
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Chapter Five. The story is of a Government department that requested a different type of 

cross-cultural training than what had been provided to them in the past, the type of which 

reflected our perspectives I outlined earlier. The former cross-cultural training approach 

provided to this Government department had focused primarily on the provision of 

information based on static notions and characteristics of cultural groups, protocols, 

geopolitical borders and settlement history. The earlier training had received mixed results as 

it raised awareness about differences but was not necessarily focused on building insights or 

skills in responding to differences and developing inclusive and responsive practices. In 

addition, cross-cultural training was also predominantly seen as a front-line worker issue 

rather than a whole of organisation capability and strategic approach (Bean, 2006, 2008a). 

 

Whilst acknowledging that cultural information in cross cultural training is an ingredient, we 

were keen to ensure that in our approach we would firstly raise participants’ awareness of 

the complexity of the influence of different perspectives on interactions between people from 

different cultures (including the organisational culture). Secondly, we were keen to introduce 

and engage people in processes that provided opportunities for holistic and embodied ways 

to develop what was positioned by the client as ‘cultural competence (Purnell, 2000)’, and 

then position this as an ongoing developmental learning process to address differences in the 

moment and identify opportunities for inclusive and effective practice. Thirdly, we wanted to 

be able to equip people with practical skills that were relevant and meaningful within their 

own work contexts.  

 

To establish the required link with ‘cultural competence’, we decided to adapt a short and 

practical definition, which was initially developed by Bean (2008b). Bean’s definition 



Chapter Four – Culturewise Practice 

 

88 
   

identified the relationship between the individual and organisational call for cultural 

competence as: ‘the ability to be responsive and effective in interactions characterised by 

cultural diversity... [and as referring to:] an individual being able to feel, think and act 

effectively in interactions with people from diverse cultural backgrounds; and, an 

organisation demanding and supporting culturally competent practice’ (2008b, p. 5).  

 

This definition enabled us to position cultural competence within the CWP approach as an 

embodied process that takes place when two or more individuals interact within a particular 

context and where this is further influenced by the inherent values, thoughts, beliefs and 

behaviours each person brings to the interaction. This, and our fundamental belief in equity, 

fairness, dignity and agency of every human being, made us believe our training reflected a 

focus on inclusion and inclusive practice. 

 

Premises, Assumptions and Objective of CWP  
 

The articulation of the premise and objectives of the CWP approach emerged over time 

through my ongoing work as a practitioner and as a result of engaging in this research 

endeavour. The CWP approach is based on the premises of respect, equality, and inclusion, 

and the fundamental assumptions of: 1) the effectiveness of each interaction being 

determined by each participant’s perspectives that operate in the moment of the interaction, 

and by the context in which the interaction takes place; 2) interactions between diverse 

people are embodied, creative processes that have the potential to define and achieve 

mutualist outcomes; and, 3) that through effective communication processes, infinite 

possibilities for new ways of understanding, being and becoming can be explored and 
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realised. Subsequently the objective of CWP is to enable people to expand their ability to 

interact respectfully and effectively with people whom they perceive as different and or/ the 

same and to facilitate individuals and organisations to transform their practices to be 

responsive and inclusive.  

 

This stance is what I believe makes the CWP approach different from traditional cross-cultural 

and diversity training which is predominantly focused on understanding differences (Bennett, 

1998; Kohl & Knight, 1994); it is foremost based on a premise of respect, equality and 

inclusion, which I have coined as a diversity mindset14; it represents a deep-seated belief in 

the dignity and agency of all human beings, and the value derived from being inclusive for 

everyone. Thus, rather than focusing on static notions of difference, CWP invites people to 

explore their own thoughts, feelings, perspectives and identities. It provides room for 

participants to begin to recognise their contributions to the dynamics of diversity and how in 

interactions the collective interpretations of identity are apprehended and reproduced. Then, 

rather than seeing these perspectives and identities as problems to be solved, by recognising 

and focusing on possibilities, diversity can be perceived as naturally occurring and as a 

resource for effectively achieving inclusion, responsiveness and creativity in individual and 

organisational interactions, policy and practices.  Thus, CWP facilitates a sensemaking process 

(Maitlis, 2005) that can be used to explore and manage dynamics resulting from the increasing 

diversity of people in organisations to achieve inclusion and a sense of belonging, whilst 

respecting individual agency and affiliation with groups. 

                                                           
14 Although the premise of respect, equality and inclusion was articulated initially, the articulation of this into 
the concept of a ‘Diversity Mindset’ as ‘a deep-seated belief in equality, dignity and the agency of all human 
beings, and the value derived from being inclusive of everyone’ emerged during the Sports Project which is 
discussed in Chapter Seven.    
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Processes and Practices of CWP 
 

The premises underpinning CWP are conceptualised through three interrelated processes and 

three practices. The three processes are defined as: 1) Cultural Consciousness:  recognising 

that our personal worldview influences how we make sense of the world and interact with 

others.  Cultural Consciousness enables us to recognise judgment and realise that 

opportunities for creative and expansive ways to engage with others are present in any 

moment. 2) Creative Communication: finding and using creative ways to reflect on and make 

sense of what is ‘needed in the moment’ in order to have respectful, meaningful and 

productive interactions. This can include silence, dialogue, art, movement, music. 3) 

Spontaneous Leadership: choosing to receive, articulate, share and take responsibility for the 

messages of our creativity when they manifest.  It is about taking personal responsibility, 

daring to move beyond our own perspectives, and seizing the moment to guide ourselves and 

others into that next moment towards more inclusive and productive encounters.   

 

Facilitating this first process, Cultural Consciousness, to take place is then about providing 

participants with the opportunity to increase their awareness of, reflect on, analyse and 

develop insights in how their perspectives influence the collective dynamics and behaviours 

within a particular context. This is achieved by immersing participants in experiential activities 

that challenge their perspectives and behaviours. The second process, Creative 

Communication, enables participants to unpack and reflect on their experiences and the 

dynamics encountered through the first process. This is facilitated through engaging in 

creative communication processes such as dialogues, art, and shared interactions to emerge 

and reflect on insights gained. This process is supported by information and relevant theories; 

i.e. intercultural theories, (Bennett, 1993; Gudykunst, 2005; Hall, 1955, 1959; Hall, 1983, 
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1989; Hall & Hall, 1969; Hofstede, 1991) notions of identity, privilege, organisational discourse 

and practices to provide opportunity for deeper reflexive engagement. Through engaging in 

creative communication, any subsequent insights then enable the potential for Spontaneous 

Leadership to emerge. Facilitating this latter process revolves around engaging participants in 

developing confidence in practice and involves planning concrete follow up actions they 

believe can be successfully taken into their everyday work environment.   

 

Within these processes, the everyday practices of recognising15, reflecting16 and risk-taking17 

are key, and they too require an introduction. Recognising combines mindfulness with 

sensemaking. Where mindfulness is described as ‘being fully in touch with life’ (Wong, 2004, 

para 22) and where ‘listening to silence’ is positioned as a means to create space for dialogic 

communication and relations (Wong, 2004, para 23). In the context of organisations, 

mindfulness is described as a process of sensemaking which includes ‘interpretive work 

directed at weak signals’ (Weick, Sutcliffe, & Obstfeld, 1999, p. 37) , differentiation of received 

wisdom, and reframing;  all of which can enlarge what is known about what was noticed’ 

(Weber & Glynn, 2006; Weick et al., 1999, p. 37). In other words, noticing little things, 

acknowledging the presence of things that may or may not be well understood, and taking 

the time to make sense of and understand these within the (organisational) context in which 

they occur.  Brown et al (2007) liken this to a state of being and of consciousness that is non-

judgmental and unconditional in its presence and openness and as such creates two 

                                                           
15 This notion was first articulated as mindfulness, further reflections led to a repositioning as ‘recognising’ to 
reflect the connection between mindfulness and sensemaking.  
16 This notion was first articulated as reflexivity, in practice this term was not well understood. Further 
reflections led to simplifying reflexivity to ‘reflecting on why you think the way you think – and to what extent 
it still serves you’ in a practice environment.  
17 The notion of risk-taking or a willingness to step outsider of your comfort zone as a practice emerged whilst 
working with the project team in the Palliative Care project outlined in Chapter Six.  
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regulatory potentials; firstly, the ability to devote one’s attention to what presents in the 

moment, without attention to appraisal and judgment; and, secondly, the ability to then 

choose behaviours that make sense for the moment rather than being compelled to do so by 

specified standards of conduct. In addition, they suggest that such practices vitalise and 

energise, rather than deplete energy (Brown et al., 2007, p. 272, 273). This and Wong’s (2004) 

description closely reflects the process of Cultural Consciousness and the practice of 

‘recognising’ envisioned by Mandy and me and subsequently embedded within the CWP 

approach; being self-aware and self-focused. As such, from our perspective, ‘Recognising’ 

provides a means for individuals to (re) connect the spirit, emotions, mind, and body, when 

making sense of the self in relation to perceptions of the different ‘other’ in the moment. As 

such, ‘recognising’ within the context of CWP is defined as: 

 

The practice of staying in observation in the moment and witnessing the influence of 

judgment and pre-conceived notion on mind, body, spirit (Bennett & Bouten Pinto, 

2009). 

 

Reflecting18, or reflexivity, is the second practice which then enables engagement with these 

observations. Reflexivity provides a means to reflect on and deconstruct individual, collective 

and organisational embedded assumptions and interpretations through relevant lenses (i.e. 

cultural, gender, power, privilege) which can provide the substance for ongoing dialogue and 

re-construction. In the context of CWP, the notion of ‘Reflecting’ is influenced by the work of 

Alvesson and Skoldberg (2005), Cunliffe (2004), Holliday (2007) and, defined as:  

                                                           
18 The practice has been coined reflecting, as this concept is generally better understood. However, in practice 
it resembles the more critical notion of reflexivity. 
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A relational process that through reflective and interpretive dialogical practices 

unsettles and re-constructs prevailing and dominant ways of knowing, being and 

acting (Bennett & Bouten Pinto, 2009). 

 

These two practices are embedded in the conceptualisation presented by Figure 5. Initial 

Concept Culturewise Practice, earlier, which was used in the first pilot workshop in the case 

of the Government client. The picture presented as Figure 6. Workshop Picture Culturewise 

Practice below presents a simplified conceptualisation which was then used within 

subsequent pilot workshops and the overall Government project. During the workshops we 

would walk participants through these depictions to explain that the context of each 

interaction will have bearing on what is perceived as possible by each person. Secondly, that 

each interaction is going to be influenced by perceptions of words and actions, which in turn 

are influenced by feelings, thoughts, beliefs and values held by each person. As such, the 

practices of recognising and reflecting then revolve around developing insight into these 

aspects through engaging in a process of communicating with and educating each other.  
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Figure 5 - Workshop Picture Culturewise Practice 

 

The third practice of Culturewise Practice, ‘Risk-taking’, is less obvious in these depictions, 
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engage as means for self-regulation. Risk taking is a practice that potentially is the most 
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This became apparent whilst working in all the projects outlined in this thesis, as each 

required a different way of deploying the CWP approach to meet the requirements of the 

client. These design considerations and insights received are contained within the 

chronological stories that follow this chapter. Each story outlines a project I was engaged in 

and which I referred to in Chapter Three as the cases (Government, Health, Sport). These 

cases therefore, in keeping with Step One, Re-engagement (see page 76) of my Research 

Method, in addition to providing an example of MD practice in the Australian context from 

an external consultant’s perspective, will explicate how CWP underpinned the learning 

activities participants engaged in as part of the respective organisational MD initiatives.  

 

Because of the large volume of material available to me and the limitations put upon me by 

the thesis, I have limited the stories of each of the cases to represent my involvement in the 

first year of the projects.  I have done this as it provides me with the most relevant material 

to draw from in terms of exploring my research questions19.  Firstly, the organisational 

motivations and the subsequent choices made to adapt CWP to the various organisational 

contexts come to light in the first year and provide me with insight into the organisational MD 

practice paradigm and how notions of identity are apprehended. Secondly, my own 

reflections resulting from my experiences as an external consultant and facilitator with the 

three cases will enable me to reflect on my own sensemaking and identity work. Thirdly, my 

reflections, the materials created, and feedback received from approximately 325 

participants in the three cases in the first year, provides me with sufficient material to apply 

                                                           
19 To reiterate, these have been articulated as: what happens when people in organisations engage in MD 
initiatives; what can be learned about MD practice from an organisational, participant and practitioner 
perspective when sensemaking and identity lenses are applied; how can micro moments of sensemaking 
influence macro organisational environments; and, how can organisations shift from MD to practicing 
inclusion? 
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my analysis lenses (MD, sensemaking and identity work) and provide examples of what 

happens when people engage in organisational MD initiatives.  I will now turn to the next 

chapter where I will outline the first case; the Government Story. 
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Chapter Five - The Government Story 
 

In this chapter, in keeping with Step 1, Re-engagement (see page 76) of my methodology, I 

provide a chronological reflective account of my involvement with a small Queensland State 

Government Department whose staff were predominantly located in Brisbane. I will provide 

an introduction and an overview of the project context and explicate the program we 

developed for the organisation. From there I will discuss the workshop outlines, the program 

delivery and subsequent outcomes and describe what happened. I intersperse my 

recollections with reflections of after the fact observations and initial insights received. 

 

Introduction and Project Context. 

 

In November 2009, through my involvement with a consultancy operated by a local not-for-

profit organisation, I received a request for service from a woman, whom I shall refer to as 

Pat. I remember meeting Pat in a coffee shop within the government precinct which is 

patronised predominantly by government employees. We met in front of the coffee shop and 

I remember her greeting a number of other people upon our entrance. It seemed she was 

well connected within these government circles. We were able to build rapport almost 

immediately. Pat was a woman in her late forties, who had travelled extensively and had an 

interest in people. She held the role of the People and Organisational Development Manager, 

a senior position within HR, for a particular government department and was charged with 

actioning the ‘people’ side of its Multicultural Action Plan (MAP) (P1-Item2, 2010). I will from 

here on refer to Pat’s organisation as the ‘Department’.  
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At the time, the objectives of this MAP aligned with the Multicultural Queensland – Making a 

World of Difference policy (MAQ, 2004) which provided direction for government 

departments to maximise the social and economic wellbeing of all Queenslanders, including 

people from Culturally and Linguistically Diverse (CALD) backgrounds. It compelled the 

Queensland public service to more effectively respond to the State’s increasing cultural 

diversity.  More specifically, this document articulated four fundamental values the 

government espoused: 1) Promoting the economic and cultural benefits of multiculturalism, 

2) Ensuring access, 3) Assisting community development and participation, and, 4) Promoting 

community relations and cohesion (MAQ, 2004 p. 2).  In addition, it expressed the following 

four strategic directions for each government department to formulate its own MAP. This 

meant that each Government Department was required to align its objectives and actions as 

best it could to achieve these strategic directions.  

The first strategic direction, ‘Productive diversity economic strategy’, revolved around 

realising the economic benefits that can be derived from a culturally diverse community. The 

second strategy ‘Supporting communities’, revolved around being more responsive to and 

supportive of CALD communities. The third strategy ‘Strengthening multiculturalism in the 

Queensland public sector’ focused on departments examining their own demographics in 

terms of representation. The final strategy ‘Community relations and anti-racism’ revolved 

around being proactive in creating positive community relationships and combat racism (P1-

Item2, 2010 p. 1).  

 

To respond to issues that had gained traction in the media, in particular the settlement of 

African refugees in Queensland (Taylor, 2008), and a recognition of the systemic disadvantage 

experienced by Pacific Islander communities (Sumeo, 2009) called on the Public Service to 
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provide a sharpened focus on these communities. As such in 2008, three additional priority 

areas for inclusion were articulated by Government as: 1) Refugee issues, 2) Pacific Islander 

communities, and, 3) Responsiveness of Queensland government funded non-government 

organisations. In addition, to achieve more consistent reporting of performance and 

achievements in policy implementation throughout government, four common outcomes 

areas were articulated in 2009/10 as: 1) Cultural competence of staff, 2) Access to interpreters 

for clients when accessing services, 3) Communication and engagement with Culturally and 

Linguistically Diverse (CALD) communities and/or organisations, and 4) Recruitment and 

retention strategies for staff from CALD backgrounds (P1-Item2, 2010 p. 2, 3) .  

 

It is within this policy context that Pat asked us to develop a proposal for a pilot project, which 

she aimed to extend over a three-year period. Although the Departmental Multicultural 

Action Plan had not yet gone into effect when we met, Pat was pro-active and was interested 

in developing a program that would enable her to get on top of the requirements and make 

the most of the three-year timeframe outlined in the Departmental plan. Through our initial 

and subsequent discussions, I was able to achieve insight into Pat’s thinking and her 

requirements. She desired to increase staff’s ability to consider cultural diversity in their day-

to-day work, and in interactions with colleagues and customers from CALD backgrounds. She 

wanted to accomplish this by positioning training as a component of a wider ‘cultural 

competence’ action-learning strategy throughout the Department. She envisaged that this 

would send and support a consistent positive message around cultural diversity and facilitate 

a transformation of practice to put cultural diversity considerations front of mind rather than 

an add on (Bean, 2008a).  
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The staff training therefore required employees to develop insights and capabilities that 

would be effective in any of the business units within the Department.  Pat had worked in 

human resources (HR) and government for a long time and understood the importance of 

utilising momentum to begin to affect change in practice (Tsoukas & Chia, 2002, p. 578). 

Hence her pro-active stance regarding the Departmental MAP.  She was also quite practical 

and understood that in order to achieve any outcomes, the pilot project needed to meet the 

departmental MAP objectives as well as demonstrate movement on a Departmental Skills 

Framework that was specifically devised for this purpose.  This Framework identified the 

following skills areas: 1) Recognising the positive benefits that can be gained from diversity; 

2) Encouraging the exploration of diverse views; 3) Recognising the different working styles 

of individuals and factoring this into the management of people and tasks; 4) Seeing things 

from a different perspective; 5) Treating people with respect and courtesy, and; 6) Seeking to 

understand the audience and tailor communication style and messages accordingly (P1-

item7, 2008). 

 

Through our initial conversation, the following four-phased learning strategy was developed 

as: 1) Participant pre-work, 2) A one-day face to face training session, 3) Individual and group 

tasks to ground and operationalise learning back into the workplace; and, 4) A half day 

consolidation of learning and evaluation session (P1-Item1, 2009). During these initial 

meetings, I discussed the premises and principles of the Culturewise Practice approach with 

Pat who seemed to be captivated by the ideas presented and subsequently requested us to 

base the training on this approach.  
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Following on from these meetings and further discussions with Mandy, I developed a proposal 

which provided the basis from which we were engaged by the Department (P1-Item1, 2009). 

The subsequent pilot program and workshops we developed consisted of a series of learning 

opportunities based on CWP and revolving around the following six components: 1) A pre-

workshop online participant questionnaire to provide us with insights into the motivations 

and prior experiences of cross-cultural training by the participants. This also included a self-

rating questionnaire based on the Departmental Skills Framework; 2) Participation in a one-

day training program based on the Culturewise Practice approach, which included the 

articulation/development of; 3) An action learning task to be taken back into the workplace 

for implementation, and; 4) An immediate post workshop evaluation. Following this, 

approximately six weeks later, participants reconvened in; 5) A half day consolidation and 

reflection on learning meeting, and following from this, participants were invited to complete; 

6) An online participant questionnaire. This second online questionnaire provided us with 

further information on participant experiences, and it enabled us to identify if any movement 

on the Departmental Skills Framework had occurred.  

 

At the time it was agreed that Pat would coordinate the workshop venue, catering and 

participant recruitment and provide us with a list of names prior to each of the workshops. 

Mandy and I, through Mary the consultancy coordinator, would provide handout materials, 

and Certificates of Attendance for each participant after completion of the consolidation 

workshop. Furthermore, we would provide collated written participant evaluations and our 

reflections in the form of post workshop evaluation reports. These reports were sent back to 

Pat after each workshop had occurred. The online questionnaires were designed in 

collaboration with Pat and were managed by us rather than the Department. This was done 
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to provide anonymity to the participants regarding their responses and participation in any of 

the online questionnaires was voluntary. Subsequently, we did not share any identifying 

information in our reports to the Department.  

 

Program Development 
 

Mandy and I set out to develop the various materials required. For the workshop, we started 

by articulating the workshop objectives as: 1) participants will have an experience of cultural 

diversity; 2) explore how culture and organisational culture influence sense-making, 

behaviours and communication; 3) explore how this process influences everyday work, and; 

4) develop personal strategies and group projects to implement in their own workplace (P1-

Item4, 2009). From there we developed an outline and a sequencing of different activities 

that would enable us to engage the participants in accordance with our objectives and the 

processes and practices of CWP. In addition, we identified the specific resources we would 

use and the materials we needed to create.  

 

The workshop outlines 
 

To meet our first objective, and set the tone for the workshops, and after an icebreaker 

exercise, we engaged participants in an experiential activity that provided them with an 

embodied experience of the influence of taken-for-granted assumptions on interactions and 

communication. The activity engaged participants in a Card Game (Thiagarajan & Thiagarajan, 

2011) which had been a staple in the intercultural field for almost 30 years. However, we had 

adapted the debrief of this exercise to focus on self-awareness and identifying default 

fight/flight/freeze responses (Colman, 2015).  The adapted debrief focused about 
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participants’ thoughts, feelings and subsequent actions that had taken place during the 

exercise. It aimed to demonstrate and provide participants with an opportunity to develop 

insights on how thoughts, feelings and assumptions influence perceptions and subsequent 

actions during unfamiliar or challenging interactions.  From there we invited participants to 

draw parallels between their experiences and their workplace interactions with colleagues 

and clients to make the point that we all tend to operate from a basic assumption of knowing 

and understanding the same rules.  Subsequently, we invited participants to generate 

scenarios based on challenging situations they had encountered with people from diverse 

backgrounds in their day-to-day practice for further reflection and analysis later in the day.  

 

The activities following on from there were aimed at meeting our second and third learning 

objective. After a short break, participants reconvened for a short session on ‘what is culture’, 

which we defined as ‘how we see and make sense of the world; what we deem as important 

and how we relate to each other’; and that it …’operates in the moment, influencing the 

dynamics during interactions’ (P1-item23, 2009, p. 30). Furthermore, we used Kohl’s (Kohl & 

Knight, 1994) iceberg analogy and Hofstede’s (1991, 2009) Cultural Dimensions theory to 

provide participants with concepts for developing new understandings and language to 

discuss insights (Sandberg & Targama, 2007 , p. 123).  Following from there, a short exercise 

analysing short work-place based dialogues engaged participants in identifying the influence 

of culture on communication by using the concepts introduced as lenses for analysis.   

 

Following a lunch break, we continued with this theme and invited participants firstly in a 

quick exercise to demonstrate the difference between an observation and an interpretation, 

and how this forms the foundation for bias (Greenwald & Banaji, 1995). From there, we 
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invited participants to identify cultural bias in texts by reviewing excerpts from preselected 

Departmental planning documents. The aim was to enable the participants to develop deeper 

understandings about how culture is embedded in communication, every day social 

interactions as well as organisational discourse (Alvesson, 2013; Hardy, Palmer, & Phillips, 

2000).  

 

To engage participants around our fourth learning objective, we began by introducing the 

participants to CWP as outlined by Figure 6. Workshop Picture Culturewise Practice below, by 

clarifying the four components that required consideration during interactions: 1) What is the 

context of the situation- why are we here;  2) what do I need to communicate about my own 

thoughts, feelings and perspectives; and, what may require further explanation (education) 

in order to be understood by others; 3) what outcomes do I think I need and what could we 

collectively work towards; and, 4) what needs to be negotiated from each person’s 

perspective in order to reach agreements (See Figure 5 – Workshop Picture Culturewise 

Practice). We invited participants to review the stories they had generated earlier in the day. 

We asked if they could remember any thoughts and feelings associated with the story. From 

there we asked participants to use the CWP process steps to review and analyse the stories 

they had generated earlier in the day and to consider what cultural dimensions, if any, could 

have played a role in shaping the situation.  

 

We asked participants to do this on an individual basis first, and then share any insights with 

their small group before a collective report back on their discussions to the larger group. We 

asked participants to focus their small group discussions on what they had learned from 

engaging with the process, their reflections and insights gained. We connected where 
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possible, back to any learnings participants had identified during the debrief of the Card Game 

exercise. This was to take us full circle to introducing participants to how to implement this 

process in-the-moment by using four steps to self-regulation: 1) Stop: detach and shift 

perspective, 2) reflect: what am I thinking, feeling, what assumptions do I make; how am I 

contributing to this situation; 3) re-engage: name and describe discomfort; clarify what is 

needed for the moment; 4) evaluate; and repeat if required. Any final reflections on the value 

of the model for retrospective reflection and for planning future interactions concluded this 

section of the workshop. 

 

After a break, participants were engaged in planning strategies for action. They had been 

provided with a planning template handout to develop an individual action learning plan to 

take back to their workplaces. We encouraged participants to identify a specific project or 

task they were working on, where they felt the CWP approach could be useful. We also 

encouraged participants to use the in-the-moment-steps whenever they were confronted 

with a difficult situation, and to practice Step 2 reflect, wherever they could. In addition, in 

preparation for the Consolidation Meetings, we requested participants to record and reflect 

on the progress of their plans. Lastly, we proposed they connect with co-workers who had 

attended the workshop for support and requested that the CWP Workshop picture be posted 

throughout their workplace as a reminder and a conversation starter.   

 

The Program Delivery 
 

As part of the pilot, Mandy and I delivered a total of four programs with the first workshop 

taking place in December of 2009 and subsequent workshops in February, March and April 
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2010 respectively. A total of 56 Departmental employees participated in the pilot. Participants 

were recruited through the efforts of Pat’s section and participated on a voluntary basis. For 

the Pilot sessions, participants were drawn predominantly from one Departmental Division 

although an invitation to participate was extended throughout the Department. 

Subsequently, the participants in the pilot sessions predominantly represented the targeted 

Division and occupied administrative and professional roles. I remember discussions with Pat 

and Mandy about managerial involvement in the training, which had been limited. Pat hoped 

that the pilot project outcomes would assist in making the case for a focus on specific 

manager training to occur.  

 

From our perspective as designers and facilitators of the workshop content and processes, 

the one-day pilot workshops were a delight. Mandy and I had collaborated on the design, and 

we were now presented with an opportunity to roll out the workshop and collaborate as 

facilitators. We had allocated sections of the workshop run sheet for each of us to take the 

lead. For Mandy this revolved largely around the facilitation of the experiential exercises, 

whereas I took the lead in facilitating conceptualisation exercises. We took turns in providing 

instructions and facilitating debriefs and planning, which evolved effortlessly as we supported 

each other where required. In addition, the pre-workshop questionnaires which had been 

completed by most of the participants (52 out of 59) provided us with enough information to 

be able to tailor each workshop’s focus. What I most remember from these early workshops 

is the joy I experienced whilst working with Mandy and the participants. I knew at a deep level 

that we had created something that engaged people in a way that made sense to them on a 

whole different level. I will explicate and explore my experiences and insights as a practitioner 

further in my discussion chapter.  
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As for the experiences of the participants, the post workshop evaluations echoed similar 

sentiments. These evaluations consisted of seven questions. Four questions asked 

participants to provide a rating on their overall experience (Question 1); relevance to their 

work (Question 2); the achievement of workshop outcomes (Question 3); and, the quality of 

facilitation (Question 5). On a scale of 1 (poor) to five (excellent) 51 out of 52 evaluations 

received, participants rated the program a four (25) and a five (25), and one participant rated 

the program a three. Scores received for practicality of the program in relation to work 

represented a wider spread, with the majority rating the program a five (22) a four (16) a 

three (13) and with one participant rating the program as a two. Participants overwhelmingly 

indicated (51) that the goals of the program had been achieved however commented that 

they would have liked to have received more tools to assist them in going forward after the 

workshop. Similarly, participants positively rated the facilitation, with ratings received 

reflecting a three (1), four (12) and five (38) respectively. The three remaining questions were 

open ended and enabled participants to share their perspectives relative to goals that had 

not been achieved (question 4), what they would apply in their workplace (Question 6), and 

any other comments they would like to make (question 7). The illustrations (Figures, 7, 8 and 

9) below provide a summary of all the comments received (P1-Item9, 2010).  
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Figure 6 – Government Story - Comments on Question 4  

 

There were few comments related to any goals not achieved.  Rather the comments made 

related to participant experiences, which were identified as positive; as time well spent, and 

as relevant to their work as well as personal lives. Examples of some of the comments are: 

 

“I’ll be so much more aware of not only cultural differences in terms of nationality 

etc., but of organisational culture; I will try to monitor my own observations in an 

attempt to stop interpreting and reacting to things based on beliefs and culture; I will 

try to implement what I have learnt here in personal and work life when the situation 

arises;  Yes, understand people and not just judge what is on the surface; look at 

situations objectively and understand different perspectives, not right and wrong; 

allow a better perspective; Re-focus on self -awareness and assumption that 

difference is a given; ask questions about why a decision has been taken a particular 

way to understand their perspective; place myself in the shoes of my various 

stakeholders i.e. be aware of my behaviour and communication on my 

colleagues/stakeholders” (P1-Item9, 2010). 
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There were more responses to Question 6, ‘will you implement any changes as a result of the 

training?’, as demonstrated by Figure 8. Government Story - Comments on Question 6, below. 

 

 

 

 

 

 

 

 

 

Figure 7 – Government Story - Comments on Question 6 

 

The comments made here largely reflected how the participants had perceived the content 

of the workshops and how they thought they would use what they had learned. Reflecting on 

the comments makes it easy to see that people related to the content both from a personal 

perspective as well as a workplace perspective. 

 

Comments received on question 6, (Figure 8) above, and question 7, ‘Other comments you 

would like to make?’, (Figure 9) below, confirmed to us that the workshops had been well 

received and had revolved around concepts participants could relate to. In particular, 

participants commented on the relevance to their personal lives and the impact of the Card 

Game in particular. 
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Figure 8 – Government Story - Comments on Question 7  

 

“Excellent course, I would thoroughly recommend it – it teaches you a lot about 

yourself which is quite rare for a one day course/session; I was really impressed with 

the content of the course, I actually was not sure what we would be doing as part of 

the training before coming; many things have fallen into place for me as a result of 

today, thank you; course could be a little shorter, but it was a fantastic learning 

experience; thank you, I really enjoyed today’s training; a little repetitive towards the 

end, overall very thought provoking; excellent training and presenter, kept me 

interested all the time. These ideas should be embraced with honest passion by 

everyone in the organisation; I enjoyed the activities (especially the card game); it was 

a great experience, everybody should participate in the practice” (P1-Item9, 2010). 

 

“Well paced, great self-awareness activities; excellent day, great deal of excellent 

concepts and materials. The Department’s Leadership team – should be compulsory 

for them too; all staff should attend this training; fantastic – very applicable; I had a 

very enjoyable and informative experience at today’s workshop” (P1-Item9, 2010). 
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“The level of practical exercises was excellent; thank you, very enjoyable and 

informative; well presented, interesting course. Excellent first activity; Thank you; 

Great day, catering was good; fantastic course, great help for both professional & 

personal context; a lot of today’s training is relevant to my personal life – 

housemates/volunteering/travel/interests – thank you. Great day – thanks for giving 

us more freedom and responsibility than other government training” (P1-Item9, 

2010).  

 

As indicated earlier, these comments provide an initial insight into the experiences of the 

participants and provide an illustration of what happened at the time.  

 

This story, the comments, my reflections on the experiences and interactions I encountered, 

and my analysis lenses of MD, sensemaking and identity work as outlined in Chapter Two 

provide me with the basis from which to move onto the second step, Analysis, of my reflexive 

methodology as outlined in Chapter Three. 

 

To provide further context to what took place during the program, I will also briefly address 

the Consolidations Meetings that took place, as well as provide an overview of the results of 

the post project online survey as it relates to the Departmental Skills Framework.  These two 

initiatives were part of the overall program we designed and will complete the Government 

Case. 
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The consolidations meetings: 

 

As identified earlier, at the end of the one-day workshop, participants had been called to 

action through the development of a personal action learning plan. The consolidation 

meetings, which took place approximately 6 weeks later, provided for an opportunity for 

further learning and reflection. 

 

As such, the purpose of the consolidation meetings had been articulated to the workshop 

participants as an opportunity to reconnect with each other; review and consolidate learning 

from the workshop; review and debrief the action learning activities, and; identify next steps 

(P1-item10, 2010). The format of the consolidation meetings was informal; participants 

shared their own examples of how they had been able to implement Culturewise Practice (or 

not) and they articulated more clearly their main learnings and insights gained since the 

workshop.  

 

One participant succinctly stated that the CWP methodology had enabled her to ‘witness her 

own thoughts’ (personal recollection) in the moment. Other participants contributed 

examples of how it had enabled them to prepare and be confident to engage in what they 

had perceived as a potentially difficult discussion with another staff member. Participants also 

contributed ideas for further embedding this type of practice by contributing ideas that would 

support practice. In particular, participants requested additional resources, such as cultural 

profiles and information, lists of books to read, websites and the establishment of formal and 

informal mentoring networks. Also, it was suggested that the course needed a more 

comprehensive title, to be more reflective of what actually took place during the workshops.  
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Participants revealed that what they had learned transcended the cross-cultural realm as it 

equipped them to interact more effectively with other types of difference they encountered 

in the workplace and in life in general. Many participants specifically referred to being more 

confident in working with Aboriginal and Torres Strait Islander peoples.  Some participants 

also referred to being able to deal more effectively with different perspectives operating in 

personal relationships.    

 

The post project online survey results: 
 

To gain further insights, and to inform reporting and further design considerations, and to 

inform the Pilot Project Report, participants were invited to complete a Post Project Online 

Survey in June of 2010. This was approximately three to six months after the one-day 

workshops took place. This survey asked participants to indicate how they had been able to 

use CWP, their ability to network with other participants, how the Department could best 

support these networking efforts and the main benefits gained from the program. Also, 

participants were asked to indicate to what extent the project had increased their 

performance in relation to key indicators which formed part of the Departmental Skills 

Framework for Staff development, which was aligned to Departmental MAP objectives (P1-

item7, 2008). 

 

Out of the 23 participants that responded to the survey, six indicated they had been able to 

use CWP most of the time, with 11 participants indicating some of the time, and two 

participants as not having been able. When asked how these participants had been able to 

use CWP, a variety of responses was received. Most participants indicated that it had helped 
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with communication, avoiding assumptions, being more cautious about making inferences 

about behaviours of both clients and colleagues, and providing insights about the impact of 

their own culture on interactions.  There were three participants who indicated they had not 

been able to implement Culture Wise Practice in their workplace. They indicated that this was 

due largely to the nature of their work and not interacting with others. 

 

As part of the call for action learning and the formulation of strategies, participants were 

encouraged to network and assist each other in implementing CWP. When asked whether 

they had been able to do so, 12 participants indicated they had been able to do so 

occasionally, while six participants indicated not having been able to at all. Comments about 

what had prevented them to network revolved around the issue of time constraints and work 

pressures.  When asked to identify the advantages of networking, participants indicated that 

having a shared understanding of the wide range of cultural influences enabled them to 

exchange ideas and experiences more readily. They also identified that the workshops had 

provided them with an opportunity to explore and gain insights on the different perspectives 

held by colleagues on daily activities. They also indicated that it had changed their feelings 

about differences and that they felt more confident in communicating with others. When 

asked what the Department could do to facilitate networking participants identified the 

creation of opportunities such as online connectivity and events.  

 

Links to the Departmental Skills Framework 
 

With regards to the Departmental Skills Framework, in the post project online survey 

participants were asked to indicate if they felt the CWP training had improved their 
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performance in a number of key areas. These areas were identified as: 1) Recognising the 

positive benefits that can be gained from diversity; 2) Encouraging the exploration of diverse 

views; 3) Recognising the different working styles of individuals and factoring this into the 

management of people and tasks; 4) Seeing things from a different perspective; 5) Treating 

people with respect and courtesy, and; 6) Seeking to understand the audience and tailor 

communication style and messages accordingly. These questions related specifically to the 

Departmental Skills Framework (P1-item7, 2008).   

 

 

 

 

 

 

  

 

 

Figure 9 – Government Story - Results Graph - Matrix Question 

 

Out of the 19 participants that provided a response to these questions, the vast majority of 

participants (18) indicated that the training had improved their performance in some or all of 

the pertinent areas as outlined above.  The following graph (Figure 10) above provides an 

illustration of their responses. As the program focused on providing participants with practical 

skills, it is pertinent to note that participants indicated big improvements particularly in skills 

related areas.   
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A report was provided to Pat in June of 2010, and we were hopeful that the Department 

would engage us further in a whole of Department roll out.  In this report I had made several 

recommendations, which revolved around maintaining the blended learning approach of 

individual, group, experiential, reflective and planning exercises as a fundamental component 

of the course; the provision of follow up courses and positioning the course as a mandatory 

induction course for all staff, including managers and senior managers. I had suggested that 

any follow up courses could focus on 1) specific skill sets such as communication, 2) Aboriginal 

awareness and protocols, and, 3) a specific course for managers to support culturally 

responsive practice in day-to-day operations (P1-item10, 2010). In addition, we proposed the 

Department facilitate and support the establishment of formal and informal networks or 

learning circles across the Department to further entrench culturally competent practice, and 

support these by making resources such as external websites, books, cultural profiles, 

community links etc. available on the Departmental Intranet.  

 

Lastly, to overcome ‘cultural awareness fatigue’, we proposed the name of the training to be 

changed to focus on effective communication, workplace-based relationships and 

productivity rather than culture. Subsequently, the blended learning approach was 

maintained, and the program was made mandatory and part of the induction process.  We 

were also asked to create a listing of resources to be placed on the Departmental intranet. 

The other recommendations regarding communication skills, Aboriginal protocols and 

manager training were taken under advisement but not actioned. 

 

 



Chapter Five – The Government Story 

117 
   

Conclusion 
 

This first story about the Government Case represents a chronological overview and initial 

reflections on what happened in the first year when Mandy and I set upon working with Pat 

and the Department.  From this first year, the Department continued to engage us to deliver 

the CWP workshops to Departmental staff for another three years. The program was 

discontinued six months after the 2015 State election led to a change in government.  

 

As identified earlier, in the second phase of my reflexive analysis methodology, Analysis (see 

Page 72 and 76), I will be using the MD, sensemaking and identity work analysis lenses to 

delve deeper into the experiences of the participants in this story.  Before I embark on this, 

in my next chapter, I will provide an overview of the second case, the Health story. 
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Chapter Six – The Health Story 
 

This Chapter is based on a re-engagement with the project materials and a reflection on what 

happened when I was invited to collaborate with a small group of people on a health project. 

In this Chapter I will provide an introduction and explore the context of the project. From 

there I will explore and reflect on the processes surrounding the development of the 

materials, the roll out of the program and the various workshops. As in my previous chapter, 

I will intersperse these recollections with initial reflexive insights. 

 

Introduction and project context  
 

In March 2014 I was asked to collaborate on a project with a small cultural diversity 

consultancy organisation which was headed by a woman I shall refer to as Joanna. Joanna’s 

organisation was approached by a State-wide Palliative Care organisation that delivers 

coordination, support and resources to member organisations who assist patients who are in 

the final stages of their lives and provide support to their families. It does this by providing 

general information on their members’ available options and pathways for patients and their 

families, and resources and professional development opportunities for member 

organisations and their volunteers and staff.    

This organisation, which I refer to as ‘the client’ invited Joanna to provide a proposal as part 

of a select tender process to design and deliver State-wide cultural responsiveness training. 

The training was part of a State-wide strategy that revolved around the sector engaging more 

effectively with and providing culturally responsive services to people from CALD 

communities (P2-Item17, 2015).   Joanna and I had met each other previously in professional 
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contexts and were part of a small network of what could be called ‘veteran’ cultural diversity 

consultants who, having worked in the Australian context for a long time, built a reputation 

for being able to collaborate and provide a quality service. It was during the time that I had 

relocated to Joanna’s State for personal reasons that we had reconnected, and she was eager 

to include me into her endeavours. 

In addition to providing training and consultancy services, Joanna had concentrated on 

developing an online presence through the development of a Cultural Information and 

Training Portal (CITP), which included community profiles, communication planning tools and 

video scenarios focusing on matters relevant to responding to cultural diversity in health, 

sport, and community service and self-directed training modules based on Hofstede’s (1991, 

2009) cultural dimensions.  

The client had asked Joanna to develop a proposal for a high quality, tailored cultural 

responsiveness education program for sector staff and volunteers who provided direct 

services to patients and families within the its State jurisdiction.  In particular, the training 

required to be responsive to the specific needs of the workers (staff and volunteers), 

delivered in an effective and efficient manner and to enable workers to provide culturally 

responsive care services aligned with the policy frameworks that governed the sector (P2-

Item1, 2014).  

The client had positioned this training program as a key initiative under a two-pronged, two-

year strategy which focused on building capacity within the sector to engage more effectively 

with communities and provide culturally responsive services.  The strategy also included a 

focus on enabling bilingual staff to provide and value add to existing palliative care services 

and to establish links into various communities. In addition, the client’s strategy aimed to 
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raise awareness of the availability of its services within 10 specific CALD communities (P2-

Item17, 2015).  The overall strategy covered the July 2013 to 30 June 2015 timeframe (P2-

Item17, 2015). Our involvement only related to the training of staff and volunteers of member 

organisations, which took place between the latter part of 2014 and 30 June 2015. 

The impetus for the client’s overall strategy was derived from a state-wide staff survey which 

had indicated a preference for education that would provide opportunities for discussions 

around specific examples and scenarios related to cultural diversity to take place. Moreover, 

a need for practical approaches into how to be culturally responsive in interactions with 

people from CALD backgrounds was also identified.  In addition to the staff survey, the client 

also hosted a preliminary education session to identify specific barriers to cultural 

responsiveness and had conducted a further needs assessment with staff from various 

services across the State (P2-Item17, 2015). These endeavours thus identified the priority 

areas that we were to address as modules in the training proposal. These were identified as 

1) cultural audits, or the ability for managers to audit their organisations to gain insights into 

individual and organisational cultural competence and cultural responsiveness. 2) Heath 

literacy and client participation, or the ability for workers to convey health information and 

engage with clients in culturally responsive ways.  3) Culturally relevant assessments and 

client rights, or the ability for workers to complete required assessments in culturally 

sensitive, respectful and appropriate ways.  4) Communication, or the ability for workers to 

understand the impact of culture on communication. 5) Communication strategies, revolving 

around developing ways in which to overcome cross cultural communication difficulties with 

colleagues and clients. And; 6) Diversity in bereavement, which revolved around 

understanding the different ways in which people from diverse cultural backgrounds respond 
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to bereavement.  In addition, the training needed to be delivered in an effective and efficient 

manner, which was articulated as 2-hour sessions. 

As part of the tender selection process, Joanna was required to outline her ideas at a client 

meeting with key decision-makers, prior to submitting a full proposal.  Joanna had been keen 

to include me in this meeting and to prepare and explore how we could work together, Joanna 

and I had long conversations about our respective approaches to this work. It is at this time 

that I shared with her the premise of CWP. Based on these conversations we both felt we 

could put together a program that combined our respective strengths and aligned with the 

expectations of the client.  

We both recognised that Joanna’s online CITP, could serve as an important information 

resource for participants and organisations and as a post-training professional development 

tool to further consolidate learnings.  The CITP, in addition to training information also 

contained demographic information based on Local Government Area Census Data, profiles 

of CALD communities in Australia, contact details for various organisations within these 

communities and tools for developing communication plans. To facilitate the use of the CITP 

as an ongoing resource within the sector, Joanna included into the proposal an individual 

subscription for each participant.  We believed that combining CWP with the tool would 

significantly extend the shelf-life of the face-to-face training and that it provided us with the 

competitive advantage required to secure the project.  

During the meeting with the client’s decision-makers we shared how we believed we would 

meet the requirements of the brief. We outlined a learning process that was based on 

experiential learning around the six key priorities the client had identified. Specifically, we 

proposed this to include face-to-face modules designed to focus on higher order skills (self-
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awareness, self-reflection, motivation and communication), theoretical concepts (Hofstede’s 

Cultural Dimensions), local organisational realities (addressing local issues and context) and 

aligned to sector practice frameworks. From there, CITP subscriptions would then provide a 

scaffold for further learning and resources for practice.  

To specifically meet the first priority, ‘conduct cultural audits’, we proposed to develop an 

audit framework and deliver an in-service for managers on how to work with the audit 

framework. We also proposed that this in-service be hosted by the client in a metropolitan 

area.  Our subsequent proposal then provided further details with regards to the approach, 

content and delivery of the learning activities related to cultural audits as well as how we 

addressed the other five requirements for staff and volunteers. Due to budget constraints, 

the format for the face-to-face training for staff and volunteers was proposed as in-service 

education sessions of two-hours in duration for metropolitan areas and four-hours for 

regional areas. These sessions were proposed to be hosted on-site by a provider in a 

respective geographic region for their staff and volunteers as well as the staff and volunteers 

of other local providers. To ensure local relevance, a needs assessment would precede each 

session.  We also proposed that any logistics surrounding the needs assessments and the 

sessions would be the responsibility of the client. Our proposal was subsequently accepted. 

Therefore, in this chapter, I will focus on the staff and volunteer training as I want to explore 

what happened to people who were often on the receiving end of managerial decision-

making with regards to MD initiatives.  
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Developing the Materials 
 

To be able to develop deeper understandings and meet the requirements of the client, Joanna 

and I began with mapping the various policy frameworks that governed the sector. Through 

this mapping exercise, it became apparent to us that we could consolidate the foundations 

for cultural responsiveness contained within the various standards and policy frameworks 

around four specific areas: 1) governance and systems, with a focus on whole-of-organisation 

practices, leadership mechanisms and values, 2) partnering with consumers and community, 

3) client focused care, including the use of interpreters, and 4) staff focused practices, 

including quality assurance and professional development. As these areas also corresponded 

with the clients’ six key priorities, we used these four areas to focus the learning content.  

To ensure a wide knowledge base underpinned our work, Joanna also brought several other 

people with key sector expertise and knowledge to the team. As such, the project team grew 

to include another three people; a medical doctor who had worked with Joanna on several 

other health projects and who was well versed in the complexities of cultural diversity in 

health settings. His work with Joanna had revolved predominantly around cross cultural 

training for international medical graduates and around the development of video scripts and 

scenarios as cross cultural training tools for the health sector.  In addition, a well-known 

retired university professor who had specialised in research and practice in palliative care, 

and a university lecturer in the school of nursing at a local university with a specialisation in 

palliative care, joined the team. 

 It quickly became apparent that each of us brought a unique skill set to the team. Joanna and 

I brought design skills, process skills, intercultural theoretical knowledge and lived migrant 

experience.  The medical doctor, who had written many of the scripts used in other cross 
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cultural training video productions, was knowledgeable in terms of intercultural theory as 

well as palliative care and also brought lived migrant experience. The university professor and 

lecturer contributed deep sector knowledge and expertise as well as industry insights 

regarding the underlying philosophy, practice frameworks and resources and sector specific 

dynamics. This was important, as we had proposed the face-to-face training to include an 

activity where participants analysed a video scenario specific to the sector. Both would be 

particularly helpful in ensuring the video reflected the training participants’ work context. 

Joanna as the lead consultant coordinated all the team activities, including the production of 

the video, and assigned the respective tasks. As such, I collaborated on the training design for 

carers and volunteers and was in charge of designing the audit framework and  designing and 

delivering the manager in-service related to the audit framework.  

I remember attending a few team meetings at the local university. The first meeting was 

focused on getting to know each other and understand each other’s roles. The subsequent 

meeting was where we hashed out our overarching approach. Prior to this meeting, Joanna 

had attended an annual sector specific conference and had been introduced to the work of 

Professor Robert Arnold. He was a speaker at this conference and his presentation revolved 

around work he had done in collaboration with others (Back, Arnold, Baile, Tulsky, & Fryer-

Edwards, 2005). His presentation focused on using three particular communication 

techniques to engage more effectively around having difficult conversations; ‘tell me more, 

ask tell ask, and attend to emotions‘ (p. 165-167). The team decided that a key component of 

the training we designed could revolve around being able to use these techniques with people 

from CALD backgrounds.  At the time I had contributed my CWP approach to the team as a 

means to get participants to think about themselves in relation to the ‘other’, rather than just 

the ‘other’ as being strange. I had contributed how I challenged people during my workshops 
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to reflect on what they were thinking and feeling, and how that resulted in their actions. I 

realised that the communication techniques proposed by Robert Arnold (Back et al., 2005) 

during the conference and shared with the team by Joanna made particular sense as a 

practice that could assist in self-reflection and in exploring how to be responsive to another 

person during an ‘in the moment’ interaction.  

The framework for the workshops was subsequently based on CWP and was articulated as 

framing learning activities around creating opportunities for reflection on: 1) What am 

thinking; 2) What am I feeling; 3) What do I know; and 4) What do I need to find out. The 

communication strategies, tell me more, ask-tell-ask, and attend to emotions, were then 

positioned as central practices.  In addition, we also included the work by Kissane and Parnes 

(2014) who suggested that in care settings, particular attention needs to be paid to family 

dynamics, cohesion and notions of teamwork. This also aligned with the CWP approach, as it 

suggested that understanding the wider context and relationships in which persons are 

embedded are important influences in interactions. The Information regarding this wider 

context was available to participants through the online CITP, and during the workshops we 

spent time on showing participants how to access and work with this information.   

 

The Program 
 

The program which emerged from our collaborative endeavours consisted of a case scenario 

video, a series of individual and group exercises based on the articulated framework and using 

Hofstede’s (1991, 2009) Cultural Dimensions theory for ‘cultural analysis’. We had positioned 

these as fluid and inter subjective dimensions about cultures rather than as truths about 

people. During the training we referred to these as broad generalisations, tendencies and 
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traits of groups of people, that could provide insights about ourselves in relation to others, 

and language to formulate better questions to explore (retrospectively and in the moment) 

what was happening during interactions. We engaged participants into moments of cultural 

analysis, into practicing the three practices based on Back et al (2005) as outlined earlier and 

considering the influence of context as suggested by Kissane and Parnes (2014).  This was 

facilitated by a short video and by role plays that engaged participants in scenarios which 

enabled them to apply the practices during the workshops. Participants were also provided 

with a workbook which supported the workshop flow and activities, outlining the concepts 

that were discussed and room for note taking.  The last page in the workbook consisted of 

the post workshop evaluation, which participants were requested to complete and hand back 

to the facilitators at the end of each workshop.  

The evaluation consisted of eleven questions. The first eight questions asked participants to 

rate their experience by choosing a rating on a five-point Likert scale between ‘Excellent’ and 

‘Poor’.  The remaining three questions were open ended and invited participant to contribute 

their perspectives. Question 9 asked participants to contribute what could have been 

improved. Question 10 asked participants to identify other topics they would have liked to be 

included. Question 11 asked participants to reflect on their learnings and what they would 

include in their practice (P2-Item3, 2014). The workbook was prepared by Joanna and I.  

The video and participant role play scenarios were based on actual client interactions which 

had been contributed by the client and by the team members. These design team members 

also prepared the role play scenarios and produced the video. The video revolved around a 

series of interactions with a palliative care worker and a patient and his family from a Non-

English-Speaking Background (NESB).  During the workshops, the role plays were led by an 
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actor from a CALD background which had been identified as a priority group in the client’s 

broader strategy. The actor assumed the role of a spouse or patient within the context of the 

role play scenarios. The participants were then invited to engage with the actor and were 

encouraged to incorporate their learnings into the interaction. Participation was voluntary 

and resulted consistently in two or three participants taking up the challenge. The actor’s 

purpose was to inject a cultural perspective into the interaction with the participants without 

reverting to stereotypical behaviours. A debrief, led by the facilitator and further informed by 

the actor enabled participants to reflect on their experiences and further ground their 

learning. It was the interactions with the actor that seemed to enable participants to connect 

with the subjectiveness of culture, and its influence on in-the-moment interactions which 

took them beyond theoretical constructs of culture into moments of interacting with other 

human beings.  Most actors were second generation CALD migrants with deep lived 

experience growing up bi-culturally and were able to empathise with the difficulties 

experienced by the participants understanding and responding to cultural nuances in 

practice.  Upon completion of the course, participants were each provided with a personal 

login to the CITP to be able to access pertinent demographic and cultural profile information 

and continue their own development. For consistency with the other cases, and in line with 

my research questions, I will continue to focus on what happened during the workshops I 

delivered to staff and volunteers, rather than the audit framework and the manager in-

service.  
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The Workshops 
 

Between September 2014 and July 2015, the team delivered a total of 26 workshops 

throughout the Client’s State and reached 343 participants representing staff and volunteers. 

The Client liaised with local organisations, organised the dates and participants for the 

workshop. In addition, the client provided insights into the specific issues or concerns 

encountered in each region, prior to each workshop by conducting a short needs assessment 

with each service. Most of the issues identified prior to each workshop related to difficulties 

in responding to CALD groups in the regions. This was predominantly framed around a need 

for ‘information’ about particular cultural groups. We were confident that the training we had 

designed would satisfy these ‘information needs’ as well as enable participants to develop 

new insights, knowledge, skills and confidence in engaging with people from diverse cultural 

and linguistic backgrounds.  

A total of 315 immediate post workshop evaluations were received and these suggested that 

to be the case. Participants identified that the workshops had been relevant to their work by 

providing an excellent (143) or very good (158) rating. In addition, similar ratings (103; 

excellent) and (188; very good) respectively, were received in response to a question around 

the effectiveness of the program. This was further demonstrated by positive participant 

comments.  Upon review of the participant evaluations it struck me how much the 

communication technique proposed by Back et al. (2005) had really struck a chord with 

participants, this is illustrated by Figure 11. Comments on question 11, ‘tell us one thing you 

have learned today that you will use? (P2-Item15, 2015)’ which related to what learnings 

participants would use in their practice. It was the most commented on aspect of the 

workshop. From my recollections of the workshops that I facilitated, I believe that the simple 
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application of a practical technique in situations that are perceived as difficult, had decreased 

insecurity and increased overall participant confidence. I will explore this further during my 

analysis in Chapter Eight and discussions in Chapter Nine. 

 

 

 

Figure 10 - Health Story - Comments - Question 11 

 

What also struck me was that participants desired to know more and continued to ask for 

culture specific information about the ‘other’ to understand a situation. This was further 

brought home by the answers provided on question 9, “What aspects could be improved” 

(P2-Item15, 2015), and on Question 10, ‘were there other topics you would have liked to see 

included (P2-Item15, 2015)’ as shown in Figure 12. Comments on Question 10 below.  This 

made me wonder to what extent ‘information about the other’ decreases insecurity by 

providing a level of perceived comfort required to be able to engage with someone from a 

different culture.  
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Figure 11 - Health Story - Comments - Question 10 

 

Many participants seemed to continue to focus on notions that made the ‘other’ different 

from them. There were also comments focused on Hofstede’s Cultural Dimensions, which 

seemed to indicate that some participants had understood the influence of their own cultural 

orientation on the quality of the interactions. However, I can see that the use of Hofstede’s 

dimensions continued to also reinforce notions of difference for some, whereas it provided a 

framework for sense-making about the dynamics of culture for others. It also made me realise 

that although I may be trying to reframe the training to focus on the dynamics of different 

perspectives operating in the moment, for many participants the prevailing thoughts seems 

to be that the culture of the ‘other’ is the problem.  In turn this then seems to justify the focus 

on information/knowledge about the ‘other’ as the pre-emptive tool required to solve the 

problem. However, I think this may be an example of ‘normalising’ resulting from confusion 

of fear-based insecurity.  
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Participants also commented on the role plays; either loving or hating the opportunity. This 

is demonstrated by Figure 13. Comments regarding Question 9, below, depicting ‘What 

aspects of the training could be improved’ (P2-Item14, 2015). In addition, the participants 

also identified a lack of time and the need for information as prominent issues. 

 

 

 

 

 

 

 

Figure 12 - Health Story - Comments - Question 9 

 

Over a nine-month period, the team delivered a total of 26 workshops for workers and 

volunteers, and I developed the audit framework and delivered the workshop for managers 

and administrators. Out of the 26, I delivered a total of ten, with two workshops in the region 

and eight workshops in the greater metropolitan area. I remember that some workshops 

posed several challenges for logistical reasons; no materials, no internet, no actors, was a 

great reminder to travel ‘self-contained’ as much as possible. With this I mean, bring cables 

and adaptors to link with different types of technologies, computer speakers and mobile 

internet. Also, to be prepared to ‘wing it’ when required and facilitate without the use of 
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technology using whiteboards/flipchart paper and pens and stories and quick standby 

exercises.  

Conclusion 
 

Although this project differs from the Government project, there are similarities that are 

emerging regarding how participants engage with the opportunity afforded to them. Upon 

my initial reflections, I can see how their engagement is shaped by forces that relate to and 

can be explored through my chosen analysis framework (see page 80). However, before I 

embark on exploring this further, I want to move on to my next chapter, where I re-engage 

with my third case, the Sport story. 
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Chapter Seven – the Sport Story 
 

As in Chapters Five and Six, I will re-engage with the project materials and reflect on what 

happened when I was invited to collaborate on a Sport Project with a national focus. As such, 

in this chapter I will again provide and introduction and explore the context in which the 

project took place. From there I will explore and reflect on the processes surrounding the 

development of the materials, the roll out of the program and the various workshops 

associated with the program design. As in my previous chapters, I will again intersperse these 

recollections with initial reflexive insights. 

 

Introduction and Project Context 
 

In May of 2015, I was approached by one of my colleagues, whom I shall call Bob, to 

participate in the development of training for the Game and Market Development (GMD) 

section of a major national Sports Code. Bob had been engaged by the manager of community 

engagement, whom I shall call Max, to provide consultancy services to help develop a 

Resources Guide for the Sports Code’s diversity and inclusion community outreach program. 

He had subsequently been asked to help design a nation-wide training workshop for GMD 

staff.  As Bob explained, he was approaching me because Max wanted the pilot workshop to 

be conducted in Brisbane. Max had also stipulated that the workshop should be co-facilitated, 

as he envisioned future workshops being co-facilitated, initially by external specialists, then 

by trained staff members. Though we had not co-facilitated before, Bob knew and valued my 

teaching philosophy and perspective and was happy to recommend me to Max.  
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The roll-out was to comprise of around 20 workshops around the country.  As Bob was semi-

retired and unwilling to commit to the travel and workload required, he asked me if I would 

facilitate these workshops after the pilot. While Bob had provided general diversity 

management consulting and training for many years, he was now specialising in cultural 

diversity and made it clear that he did not believe he was sufficiently up to date with recent 

developments in the other aspects of diversity to effectively facilitate training. While he could 

see the inter-relationship of the diversity categories, he was not only reluctant to undertake 

the large workload but also not particularly motivated enough to commit to the program roll-

out. 

To provide a bit more context, in 2014, the Sports Code who engaged us had adopted a new 

vision and strategy. This vision and strategy had resulted from a series of reviews conducted 

in 2011; a performance review, a governance review and a player conduct review. The 

performance review was initiated largely due to a decline in performance of the national team 

and the resulting report provided direction to the Sport Code in order to achieve “a return to 

leadership” (Project3-Item1, 2011, p. 3) in all of the three formats of the game which was also 

played in the international arena. In addition to providing a number of recommendations 

specifically related to high performance teams, it also provided specific recommendations 

related to how the national body and the state associations could relate more effectively; and 

it called in particular for a system of matrix management (Project3-Item1, 2011, p. 17).  

The subsequent governance review (Project3-Item2, 2011) picked up on these themes and 

concerned itself with identifying the challenges and the provision of recommendations to 

navigate this and a complex maze of issues related to game development and player 

management that were also influenced by international trends related to other sports. These 
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trends were identified as ‘money being concentrated at the top of the sport and not well 

distributed to lower levels; players following the money; that many sports codes increasingly 

being influenced by teams, owned by private entrepreneurs, rather than countries (Project3-

Item2, 2011).  The report suggested that in this type of environment, the sport in question 

would run the risk of ‘becoming a feeder league that would provide players to lucrative 

competitions being played elsewhere’ (Project3-Item2, 2011). Furthermore, the report also 

identified that Australia’s current migration patterns which increasingly represented groups 

of people who were unfamiliar with the sport, presented the Sports Code with a challenge in 

continuing to attract participants and spectators, and erode traditional, taken-for-granted 

community support.  In addition, it identified that increased competition with other sports 

and other forms of entertainment impacted on its ability to compete for its fair share in media 

revenues. As these are major sources of funding for grass roots development it would exert 

further pressure on its ability to retain its current standing as a dominant Sport Code in 

Australia (Project3-Item2, 2011).  

The report acknowledged the findings of the Performance Review and identified that 

increased collaboration was required between the independently owned State organisations 

and the national body. As such, it looked at notions of a high performing organisation who 

focused on working together towards a common purpose as a solution. It suggested the 

establishment of a national Board with the States as the owners or shareholders as a 

conducive structure. This would facilitate the States to share responsibility as custodians of 

the game in Australia as well as their respective States and Territories, and thus work towards 

a common purpose.  The report further provided recommendations for the composition, size 

and functioning of the Board, with a particular focus on overcoming conflicts of interest in 

relation to Board members and the State and Territory Associations, its interface with 
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management through the CEO and a financial model suitable for the equitable allocation of 

resources (Project3-Item3, 2011).  

Following from these reports and in consultation with the States and Territories, the Sports 

Code adopted a revised strategy for 2014-2017, which revolved around its new vision and 

identified specific short-term targets focused on participation, viewership, fan passion, team 

success, and becoming a unified sport. In addition, it outlined its longer-term aspirations to 

be first in Australia as it relates to its share of all sports media, attendance to events and 

investment in the game.  As such, for the 2014-2017 period, its focus is on attracting more 

children, clubs, communities and players to the game; invest in the right functions, regions 

and facilities; and, work as one team with clear roles to continue increasing the agility, 

efficiency, performance and unity of the Sport (Project3-Item5, n.d.). 

The resulting strategy was based on the following five pillars which were identified as critical 

to achieve the broader vision: 1) put fans first; 2) produce the best teams, players, 

competitions, coaches and officials in the world; 3) increase participation substantially and 

inspire the next generation of players, fans and volunteers; 4) work as one team across the 

Sports Code by providing world-class leadership and management to deliver our strategy, 

and; 5) grow investment and allocate resources to deliver on the strategy (Project3-Item5, 

n.d.). Based on these pillars and identified short term targets, Game and Market Development 

(GMD) staff of the Sport Code set out to develop resources and a training program to translate 

these pillars into actions.  

It is during the latter stages of the development of the Resources Guide that I was brought on 

board to help with developing the training approach and materials.  The aim was to equip all 

GMD staff to use the Resource Guide in their everyday work, and to gain support from any 
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other interested employee of the Sports Code. The Resources Guide outlined a six steps 

process to inclusion and a guide to diversity which provided considerations for engaging with 

the specific target groups (women and girls, Aboriginal and Torres Strait Islander people, 

people with disabilities, people from CALD backgrounds and Lesbian, Gay, Bisexual, 

Transsexual, Intersex and Queer people (LGBTIQ)). It had been developed in collaboration 

with GMD staff from the States and Territories, the National Body and external content 

specialists of each target group and had gone through several revisions. It is at this stage 

where my story begins. 

 

Program Development 
 

I had worked with Bob on several occasions spanning over approximately two decades and 

he called me to find out if I might be interested in collaborating on developing and delivering 

what I interpreted at the time as a diversity management training program related to sport. 

In the past, I had done some work for another Sports Code in Queensland, and although I was 

totally unfamiliar with the intricacies of this particular sport, I nevertheless thought, as the 

brief related to diversity, I had something to contribute. The background information 

provided to me by Bob and Max made it clear that the task closely aligned with the Sports 

Code’s broader vision. What I realised later was that our development efforts with the 

broader GMD team would also be a good example of a collaborative effort between a group 

of people working towards a common goal, and of action learning regarding developing 

insights about and demonstrating inclusive behaviours in a work context more broadly.   
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It took me some time to understand the specific requirements of the project, as I was 

unfamiliar with terminology and the basic structure of the organisation we were to work for. 

Even though Bob talked about ‘Game and Market Development’, and ‘diversity management 

training’, at that time, I had very little context in which to place this. However, I saw this as a 

great opportunity, personally and professionally, to be involved in a potentially significant 

project.    

Bob had been working on a training outline and presentation materials and emailed these to 

me. He also provided me with the latest electronic version of the Resources Guide which he 

had helped the Sports Code to develop. In addition, he provided me with a link to sixteen 

professional video scenarios the Sports Code had prepared which demonstrated and made 

visible unconscious bias in everyday behaviours common in its community-based clubs and 

associations. It was around these materials we were to design a one-day workshop.  The 

objectives for this workshop were aligned to the GMD Functional Plan which revolved around 

a vision of ‘we will inspire kids, develop clubs, engage communities and create players’ 

(Project3-Item8, 2015) which all clearly aligned with the overall vision and strategy of the 

Sports Code. Our task was twofold; design a workshop format with activities and exercises 

that could be rolled out to all GMD staff and other Sports Code employees across the country, 

and secondly, provide participants in the initial pilot workshop an opportunity to evaluate its 

design and identify roll out strategies and a further plan for workshops at the community 

level.  

Specific workshop objectives regarding this dual task had been outlined for us in a meeting 

Bob had attended with several key GMD staffs before I joined the project. As we worked on 

the design, we sharpened the workshop objectives as follows: 



Chapter Seven – The Sport Story 

139 
   

• Increase knowledge of strategy and resources; 

• Understand diversity management concepts; 

• Expand awareness of unconscious bias;  

• Increase skills for working with diverse individuals and groups;  

• Develop a mindset for inclusion;  

• Customise the Training Resource to capitalise on specific situations and training plans 

(Project3-Item12, 2015, p. 1). 

 

Upon reviewing and reflecting on the workshop materials and the design notes Bob and I 

shared back and forth during that time, I realise that Bob may have felt somewhat out of his 

comfort zone as the training we were to design and deliver revolved around inclusion and 

diversity of people who were representative of the five specific target groups. As Bob was a 

specialist in cultural diversity, during our conversations it became clear to me that he 

struggled most with not having enough ‘information’ about these groups to be able to 

confidently provide training. For me it was a clear opportunity to bring in CWP and provide a 

conceptual practice framework focusing on principles and practices to engage with people 

representing as whole, yet complex and diverse entities. 

 

At the time, I was excited about the possibility this training opportunity would provide, as the 

CWP framework would be able to act as a foundation for developing a mindset for inclusion, 

and where the Sports Code’s six step process20 as outlined in their Resource Guide would 

                                                           
20 The six steps revolved around: 1) Creating a welcoming environment; 2) Developing understandings and 
internal capabilities; 3) Knowledge around local demographics; 4) Developing partnerships; 5) Engagement; 
and, 6) Retention and becoming a voice. 
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provide a consistent approach for a nationwide push to inclusive community engagement. In 

addition, the Guide to Diversity section in this Resource provided just enough information, to 

enable people to begin to reflect on their current practices and to begin to articulate their 

approaches to engagement with unfamiliar groups of people.  It reflected my perspective of 

how information is complimentary to inclusion and diversity work, which I perceive as an 

iterative and context dependent action learning process.   

I suggested we use the CWP approach to underpin the training, which Bob readily accepted 

(Project3-Item10, 2015). However, in reality, the outline for the pilot training morphed into a 

series of activities around a vast number of concepts, such as: values, unconscious bias, 

stereotyping and generalising, diversity concepts, cultural competence, diversity challenges 

and opportunities, CWP, cultural adaptation, cultural values comparisons, understanding the 

resource, working with the resource and the videos and a planning for outcomes process 

(Project3-Item11, 2015). Upon reviewing the run sheet, we put together for that one-day 

training, I realised how different our approaches were. Max, the GMD Head, on the other 

hand, just wanted to have a good sampling of information, concepts and activities to 

challenge thinking, build strong links to the Resource Guide and provide time to reflect and 

plan. Upon reflection, and reviewing the materials again, although it looked unorganised and 

brought the phrase a dog’s breakfast, to mind, and seemed like an example of how not to put 

a workshop together, it nevertheless represented what Max requested (Project3-Item11, 

2015).  

Delivering this ‘dog’s breakfast’ proved to be an interesting activity. I remember being 

nervous, as I was unsure of how this workshop would run. Although I had worked with Bob 

before on other projects, we had not co-facilitated before and even though we each had 
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allocated sections on the run sheet as lead facilitator, I was not sure what that meant, nor, 

upon reflection, did I clarify this. For example, was it ok for me to interject and add insights 

or not?  I tried at one stage, and it started a conversation with the participants that seriously 

impacted on the timing of the rest of the workshop. I then decided that it probably was not a 

good idea. This was confirmed during the evaluation meeting following the workshop.  Also, 

I remember feeling somewhat frustrated by Bob’s strong focus on intercultural theory as the 

workshop unfolded. To me the workshop resembled a hodgepodge of interrelated concepts 

that not always connected or made sense; particularly as it related to the wider diversity 

agenda. This was also confirmed during the evaluation meeting, as the theoretical 

frameworks related to cultural diversity and migration were deemed not to be useful.   

 

As part of the agenda, we engaged participants in two experiential exercises. The first one 

related to developing understandings of the people in your own circle of trust and the 

diversity (or lack thereof) within this circle. The second exercise was the Card Game I had used 

during the Government project. This exercise in its original format enables participants to 

experience and develop understandings about the process of migration and adaptation as 

experienced by the migrants themselves.  During the debriefing participants are subsequently 

introduced to the concepts of culture shock and cultural adaptation experienced by the other. 

However, I had adapted this exercise whilst engaged in the Government Project (Project 1) to 

provide a link to self-awareness and default fight/flight/freeze reactions as providing the 

foundations for the CWP approach. The adapted debrief focused on participants’ thoughts, 

feelings and subsequent actions that had taken place during the exercise. It aimed to 

demonstrate and provide participants with an opportunity to develop insights on how 
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thoughts and feelings influence perceptions and subsequent actions during unfamiliar or 

challenging interactions, and as an opportunity to demonstrate how unconscious bias shapes 

interactions.  

At the time, Bob and I had planned to debrief from the latter perspective and follow this up 

with the traditional debrief. However, this proved to be confusing, clumsy and redundant, as 

a focus on the process of migration and adaptation seemed out of step with the focus on 

inclusive community engagement.  The participant evaluations agreed, and during our own 

post workshop evaluation meeting we concurred that debriefing this exercise from two 

different perspectives just did not work. Subsequently, the focus on self-awareness was 

deemed most useful as providing a link to ‘Living the Sports Code’s Values’ (Project3-Item6, 

2015). As such, both experiential exercises became part of the re-designed GMD workshop. 

During the evaluation meeting, Max also suggested the following: provide more practical 

examples of how concepts relate to practice; provide clearer directions for the next steps on 

diversity learning, decrease conceptual content and theory and provide a greater focus on the 

Resource.  As such, he proposed the workshop timing to reflect 2-3 hours on diversity and 

mindset, and 3 hours on working with the Resource. As such, it was determined that the 

workshop design for GMD staff throughout Australia needed to achieve the following: 

1. Focus on the Resource – highlight process and content 

2. Generate discussion and conversation about inclusion and diversity relevant to the 

local priorities 

3. Provide theoretical knowledge related to inclusion and diversity 

4. Integrate the theory with the resource to facilitate local application (Project3-Item6, 

2015). 
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In addition, Max suggested we start thinking about a delivery model for a community-based 

workshop for Clubs and Associations to be delivered by GMD Staff.  

 

A few days after the pilot and the evaluation meeting, Bob, Max and I met up again and this 

time we also met with other members of the team. In the morning, Bob, Max and his assistant 

Wes and I met with the people who were involved in the production of the video resources. 

At this meeting, we discussed primarily how the videos could be used and distributed as part 

of the overall strategy. In the afternoon, we met with the people behind the development of 

the Resource Guide, to review another draft and incorporate earlier recommendations for 

changes.  

 

The afternoon team meeting also included discussions around identifying the target audience 

for the Resource and, clarifying, understanding and addressing their needs through the 

Resource. Out of seven identified audiences, the following four were identified as highly 

relevant; All GMD Staff, Club and Association’s administrators, Club and Association’s 

volunteers and any private provider of the Sport in the community. From there we reviewed 

the various initiatives which had been identified and explored relating to delivery methods 

such as digital platforms, learning pathways and mechanisms to recognise and reward effort. 

The whole strategy looked like a huge task for the team and all staff involved.  

It was during this meeting that Max identified that in Year one, we would be training 

approximately 150 GMD staff. In addition, as Club and Association’s administrators and 

volunteers represented at least 28,000 people nationwide, we would also have to develop a 
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training outline for this target group and train a good number of facilitators from the GMD 

staff pool. 

The roll out process of the strategy was envisaged to start with upskilling GMD staff in each 

State and Territory through delivering the workshop Bob and I had designed. This would be 

followed by the development of a short training program for Clubs and Associations 

administrators on: 1) understanding inclusion and diversity; 2) how to use the Resource; 3) 

access a digital support platform of additional links and resources. This would then be further 

supported by online webinars, an E-learning platform and incentives specifically related to 

Club and Association development. This meant that after training all GMD staff in each State 

and Territory, I would also take the lead in developing another pilot design for the short 

training program for Clubs and Associations Administrators and upskill the facilitators for this 

program. 

I remember these two meetings well. I was fascinated by the interactions that took place 

between the people that were there. Everyone seemed to be on board to develop first class 

resources. What I also realised was how fortunate I was to be involved in this whole project. 

Here was an organisation who, admittedly, had a long way to go to truly address inclusion 

and diversity as an organisation and as a sport, but they were showing a huge commitment 

through the investment of staff time, seeking expert advice and a sufficient budget to make 

this happen. I also realised that Max, as the person in charge was the most dynamic driver I 

had ever worked with. He was totally committed to his vision, he was an excellent 

communicator and collaborator, demonstrated inclusive behaviour at all time and he had 

boundless energy.  
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As such, my immediate tasks resulting from these two meetings revolved around contributing 

further to any content changes required to the finalisation of the Resource Guide, the 

finalisation of the GMD staff workshop and training materials and contributing further to the 

exploration of e-learning strategies (Project3-Item6, 2015). 

It was after these meetings, in a taxi on our way back to the airport, that Bob suggested I take 

the lead on the project. He told me he was getting too old for ‘schlepping a suitcase around 

the country’ and that he was a bit worried about keeping up with the pace established by Max 

thus far.  I was excited by the prospect of the task but suggested he at least stay on in an 

advisory capacity. As such, the next Monday, Max was informed, and the decision was made 

that during the first GMD workshop in Adelaide, one month later, Bob would observe and 

provide me with feedback about the content and processes of the workshop from his 

perspective. Max also requested I go ahead and finalise the workshop outline based on our 

evaluation discussions. It is from there that we also finalised the dates for the delivery 

throughout the country and the logistics related to participant recruitment, communications 

and materials. Max’s assistant Wes proved to be instrumental in this. Max was a driver and a 

visionary, but Wes made sure it all got pulled together and organised. 

The subsequent workshops revolved around the following broad agenda:  

• Linking the Sports Code values to an inclusion and diversity mindset 

This section revolved around engaging participants in articulating the Sports Code Values 

from an inclusion and diversity perspective. Following from this to extend their thinking, 

participants discussed how their current behaviours reflected the Sports Code values and 

demonstrated inclusion. Following from an outline of the benefits of an inclusive sport and 
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an introduction to the elements of operationalising a diversity mindset21, participants were 

introduced to the overall Inclusion and Diversity strategy, its elements and the available 

resources which had been developed by the Sports Code.  

To clarify what constituted these elements I borrowed from what had worked well during the 

Health Project (Project 2) where I had articulated this as a process that revolves around: 

Information; self-awareness, reflection and risk-taking, as a non-theoretical, practical 

approach. Through this, I was able to also engage the participants in establishing the link 

between principles (values of the Sports Code) and practices for inclusion and diversity (self-

awareness, reflection, risk-taking). In addition, we clarified that the concept of diversity 

revolved around understanding the (demographic) mix of people, whereas inclusion revolved 

around processes to make the mix of people work effectively together.  This section 

concluded with the first experiential exercise (Circle of Trust) to set the tone for the next 

section which revolved around developing deeper understandings of inclusion and diversity 

concepts.  

• Developing an Inclusion and Diversity Mindset 

Participants were provided with definitions and perspectives on the following concepts:  

Diversity Management; Culture; Cultural Competence; Unconscious Bias; Identity and Values 

development, Generalisations and Stereotypes.  This was followed by the second experiential 

exercise we used in the pilot (adapted Card Game) to drive the point home that in the 

moment, our own thoughts, feelings and actions can get in the way of an effective interaction.  

From there, we had initially planned to launch into a bit of intercultural theory and a further 

                                                           
21  A deep-seated belief in equality, dignity and the agency of all human beings, and the value derived from 
being inclusive for everyone. 
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exploration of the CWP Approach, however, this only eventuated during the first workshop 

in Adelaide, and was subsequently abandoned as being too theoretical. As such, in later 

workshops we reiterated the four components of operationalising a diversity mindset to 

create a bridge to engagement with the Resource as the focus for learning. This had been 

identified by participants in Adelaide as more important than developing deeper theoretical 

understandings. The section that followed then revolved around reflecting on the staff’s 

current practices.  

• Reflecting on our work with inclusion and diversity so far 

This section revolved around engaging participants in a reflection exercise that revolved 

around identifying activities that had been undertaken around inclusion and diversity thus far 

in their State or Territory. Participants were asked to identify what they believed they needed 

to keep, stop, or start. The aim of this discussion was to take stock, build confidence and to 

lead into reviewing the Resource and how this could assist in further planning whilst engaging 

the principles (Sports Code values) and practices (self-awareness, reflection, and risk-taking) 

of operationalising a ‘diversity mindset’. From this point, we engaged the participants in a 

review of the Resource document. 

• Reviewing the Resource Guide through the lenses of Local Delivery Plans for Community 

Engagement 

The aim of this section was to provide participants with a general overview of the structure 

and contents of the guide and demonstrate its value in planning. At the time, participants 

were also introduced to a simple planning cycle (why, what, who, when, how) and an 

adaptation of the CWP process steps (identify the context, tend to emotion, communicate 

and educate (yourself and others), explore possibilities, reach agreement).  
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The participants in the Adelaide workshop identified the latter as drawing attention away 

from utilising the Steps as outlined in the Resource Guide. As such, in subsequent workshops, 

the focus was predominantly on the six steps outlined in the resource, referencing the local 

delivery plans as providing the ‘why’, and a diversity mindset as the foundation for inclusion.  

This seemed to be a better fit and a more complimentary approach to the content of the 

Resource Guide. Although we connected the Resource to the local delivery plans, we did not 

delve into the specifics, as participants were expected to be familiar with these plans. This 

requirement had been articulated as a prerequisite for the workshop so that the in-workshop 

planning time could be used most effectively. 

• Putting it all into practice  

This section revolved around actual planning where participants worked in small groups. We 

provided each group with a target group identified in the Resource Guide and one of the six 

steps to discuss, explore and identify action items.  This resulted in many ideas being 

generated and recorded on flipchart paper. At the end of each workshop I collected these 

flipchart papers, collated the information and fed this back to Max’s team. 

• Consolidation, Evaluation and Goodbye 

During the closing session, we drew together the key points of the workshop which we 

articulated into a call to action as: operationalising a diversity mindset and work with the 

Resource Guide in planning and execution. As such, we asked participants to employ a critical 

inclusion and diversity lens on their everyday practices. Participants were then requested to 

complete evaluations and were bid goodbye. 
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Between mid-July and early September 2015, Max and I delivered 14 workshops throughout 

Australia of mixed durations. Most of the regional GMD staff workshops lasted the full seven 

hours, whilst some of the urban All Staff workshops were reduced to four hours.   

Reflecting on these workshops I am reminded of dynamics that were interesting on a number 

of fronts. Firstly, I was shown examples of territorialism and one upmanship and it 

subsequently deepened my insight into the sometimes-contentious relationship the national 

organisation has with its State and Territory counterparts. Looking at this through the lenses 

of diversity, I would position this a cultural diversity issue; where ultimately the love of the 

sport, and the commitment of the various stakeholders provided the glue by which the sport 

could present itself as a unified national front. Secondly, because of regional differences in 

terms of demographics, location, climate and resources, it was apparent that inclusion and 

diversity was not necessarily high on the agenda for some States, whereas other States and 

Territories had begun to develop excellent inclusion practices out of necessity. This resulted 

in a reluctance to devote the time to participate in something that was designed by the Sports 

Code. However, I think the pilot workshop in Brisbane, and the taking on board of the 

recommendations into the final designs, went a long way to overcome this. Although I had 

expected to be challenged by participants representing the former, it was from participants 

representing the latter that we encountered most resistance. It is these stories of resistance 

that I will reflect on more deeply in my analysis.  

 

The Workshops 
 

A total of 145 individuals participated in these workshops and provided us with a post 

workshop evaluation. The evaluations consisted of eight questions. The first question asked 
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participants to rate the overall workshop on a scale of 1 (poor) to 5 (excellent). The second 

question asked participants to rate the practicality of the workshop, using the same scale. The 

third question asked participants to identify if, from their perspective, the program goals has 

been achieved; and, question four asked participants to identify which goals or outcomes had 

not.  Question five asked participants to rate the facilitators in terms of knowledge and 

presentation skills. The final question asked participants to identify if they would implement 

any changes as a result of the training activity.  

The workshops were successful as is reflected in the ratings provided in the evaluations. The 

overall rating of the training program throughout the country was rated a 4.34 on a scale of 

5 by the participants, where the relevance to their work was rated an overall 4.41.  We 

perceived this an excellent first start, as both Max and I agreed that these workshops were 

only a first step into a much more complex organisational learning process.   

We also took note of the comments that were provided with regards to question four; ‘which 

goals were not achieved’(Project3-Item14, 2015) and used those to inform the delivery of any 

upcoming workshops. We were very conscious that our predominantly 4-hour workshops 

were only beginning to scratch the surface. Participants in other sections of the organisation 

were also hungry for knowledge, resources, and practical programs to develop deeper 

understandings and skills related to diversity and inclusion.  The consolidation of comments 

below provided some insight into participant contributions and I will explore these further 

during my analysis.  
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Figure 13 - Sport Story - Comments - Question 4 

 

However, to provide an illustration, I have provided a few specific participant comments 

below. 

“Inclusion and diversity mindset – barely scratched the surface (acknowledging time 
constraints)” (Project3-Item14, 2015). 

 

“I felt staff needed to be challenged more” (Project3-Item14, 2015). 

 

“Touch on further info on multicultural values/practices – e.g. Don’t cook halal meat 
with regular meat” (Project3-Item14, 2015). 

 

Similarly, the information received through question six, ‘Will you implement any changes as 

a result of this training? (Project3-Item14, 2015)’ provides further insights. As the workshops 

were delivered to both GMD and interested staff from other functional areas within the 

National and State organisation, these comments are based within a variety of different 

understandings and work contexts. It is notable, that many comments demonstrate a 

willingness toward change.  
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Figure 14 - Sport Story - Comments - Question 6 

 

A few specific examples of comments provided for question six are outlined below. 

Just need to figure out what I can do to ensure inclusion and greater 
access/involvement for diverse groups/players to the XXX (Project3-Item14, 2015) 

 

Look at more areas of how I can change my approach to engage more diverse people 
(Project3-Item14, 2015) 

 

I will actively promote opportunities for staff to be creative in the space of diversity 
(Project3-Item14, 2015) 

 

Yes, particularly around promoting girls in juniors to men – challenge men and women 
to have a go @ coaching females (Project3-Item14, 2015) 

 

I won’t try to do everything at once. Hopefully it has enhanced my skillset (Project3-
Item14, 2015) 

 

The comments received on question seven, ‘Would you recommend this workshop to others 

in similar roles? (Project3-Item14, 2015)’, as illustrated in Figure 14, below, consistently 
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reinforced both Max and my own feelings that we had struck a good balance between 

information and practicality, and that participants found the associated materials helpful for 

moving forward in their respective areas. It seemed participants would recommend their 

colleagues to participate, as what they had learned was perceived as useful and helpful; 

particularly as it related to peoples’ work in communities.  

 

 

Figure 15 - Sport Story - Comments - Question 7 

 

A few examples of comments are outlined below. 

“Just need to figure out what I can do to ensure inclusion and greater 
access/involvement for diverse groups/players to the XXX” (Project3-Item14, 2015). 
 
“Will refer to framework regularly” (Project3-Item14, 2015). 
 

“Ongoing – continuing to embed these ideas as core business” (Project3-Item14, 
2015). 

“Better structured process for planning and assessing options” (Project3-Item14, 
2015). 
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The comments provided by participants in response to question eight, ‘Any other comments 

you would like to make? (Project3-Item14, 2015)’, as illustrated below in Figure 14, further 

confirmed our perceptions that the workshops had been well received. Most of the 

comments related to perceptions of time well spent and were in support of the workshop 

experiences and activities. Yet, we were also conscious that the success of the workshops 

raised expectations of further resource development and support in order to implement the 

overall strategy throughout the Sport Code. 

 

 

 

 

 

 

 

Figure 16 - Sport Story - Comment - Question 8 

 

A few specific comments as illustrations follow below: 

“Found the workshop extremely beneficial in giving me a greater understanding of 
diversity and how to cater for it appropriately out in the field” (Project3-Item14, 2015). 
 
“Really liked the practical demonstration through the trick card game to help 
illustrate/emulate the situations encountered with communication barriers” 
(Project3-Item14, 2015). 
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“Brings diversity to the forefront and make GMD members more aware of why and 
how; ask questions that need to be addressed to be more understanding” (Project3-
Item14, 2015). 
 
“It has helped me understand the importance of being diverse. I think simply 
dedicating the time to thinking about it is the first step that everyone should take” 
(Project3-Item14, 2015). 
 
“Promotion of how easy inclusion is and promote resource broadly” (Project3-Item14, 
2015). 
 
“Strive for inclusion in all aspects” (Project3-Item14, 2015). 

 

To be able to inform the further development of resources, approaches and activities, in 

addition to the feedback we received through the evaluations, I had also collected and 

collated the flipchart notes generated through the small group planning activities. These 

provided Max with additional insight into how best to continue to support his staff, and ideas 

about how to engage with the various communities in each State and Territories. 

It is this collaborative approach taken in the design and roll out of the workshops, where we 

constantly reviewed and adapted to the delivery context and the participants in each 

workshop. Upon reflection, I realise that as we were delivering context about inclusion and 

diversity, we were at the same time modelling how this could be done and provided through 

our practice examples of how to embody inclusion. 

In writing this story, and to enable a consistent approach to all of the cases, here, I also had 

to limit myself. It is for that reason this story is limited to describing what happened during 

the first year, and during the development and rollout of the first set of staff workshops.   
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Conclusion 
 

It is through Chapters Four, Five, Six and Seven that I have been able to introduce CWP and 

demonstrate how it formed the foundation of the initiatives rolled out in each of the cases. 

By reviewing the project materials of each case, I have also been able to identify how each 

case contributed to the further development and articulation of CWP.  The Government case 

provided me with the opportunity to articulate and formalise CWP as an approach that 

focused on exploring the possibilities that different perspectives offer in the moment, by 

engaging in processes to develop shared understandings and by taking personal responsibility 

for one’s actions. The Health case added a practical dimension to this, by providing a means 

by which these explorations could take place in practice. The Sport case added to this further 

as it enabled a broadening of the approach by positioning the four ingredients to cultural 

competence (information, self-awareness, reflection, risk-taking) which were identified in the 

Health story, as essential ingredients to operationalising a diversity mindset. It is the interplay 

of a diversity mindset; the four ingredients and the six steps, that continue to be the 

foundation of the ongoing work taking place at the Sports Code.  

I have now arrived at a crucial stage in my thesis and in line with my first research question 

‘what happens when people in organisations engage in MD?’, my reflections and initial 

reflexive engagements with my practice framework and the three cases as outlined in the 

previous Chapters Four, Five, Six and Seven, have provided initial insight into this question. In 

addition, until now I have explored and brought together the various pieces (literature, 

methodology, methods, and practice stories) to embark on the second phase; ‘analysis’ as 

outlined in of my research methodology. Therefore, I now can delve deeper and identify, 

‘what can be learned about MD practice from an organisational, participant and practitioner 
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perspective when sensemaking and identity lenses are applied? However, to be clear, this 

learning is presented through my own perspectives and those of participants and colleagues 

as interpreted by me. However, I believe that my perspectives, insights and learnings gained 

through applying a sensemaking and identity lens provide ways in which we can begin to 

reframe some of the issues associated with MD as outlined in Chapter Three, from a practice 

and research perspective. Specifically, the business case/social justice dichotomy and the 

sameness/difference, individual/group and change catalyst/status quo dilemmas. 

In addition, through the analysis, I will demonstrate ’how micro moments of sensemaking can 

influence macro organisational environments’ and, through this begin to shed light on how 

organisations could potentially shift from MD to practicing inclusion.  

The following Chapter Eight, thus contains the autoethnographic stories where I illustrate, 

and articulate moments of reflexive insights gained and re-engaging with my practice through 

the MD, sensemaking and identity work analysis lenses as outlined in Chapter Two.  
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Chapter Eight - Applying the Lenses and Identifying Insights 
 

Introduction 
 

In this chapter I provide autoethnographic stories that illustrate and articulate my reflexive 

insights of the various lines of enquiry as contained within the analysis framework outlined in 

Chapter Two (see page 80). These stories provide insights into my own perspectives on what 

happened in the three cases and my own interpretations of and reflections on the experiences 

of participants I encountered, those of myself as a practitioner whilst engaged in the three 

cases and as a researcher engaged in this endeavour. I am telling these stories because of the 

learning that is embedded for both practitioners and researchers (Bissett, Saunders, & 

Bouten-Pinto, 2017; Boyle & Parry, 2007; Greig et al., 2012). This is important, as through 

these examples I demonstrate why it is important that diversity practitioners’ re-position their 

work towards facilitating sensemaking and sense giving processes around inclusion to 

negotiate the dynamics that are created by the increasingly diverse groups of people in 

organisations22.  In addition, through the stories, I show how the dilemmas identified in the 

MD literature (sameness/difference; individual/group; change catalyst/status quo are 

intersubjective forces that are negotiated by people in organisations from an in-the-moment 

perspective when making sense of diversity.  

In keeping with my overall thesis structure, I will start with autoethnographic stories resulting 

from the Government case outlined in Chapter Five, followed by stories resulting from the 

Health case outlined in Chapter Six and finally stories resulting from the Sport case outlined 

in Chapter Seven. Through telling evocative stories about participant experiences I provide 

                                                           
22 I will discuss this further in Chapter Nine. 
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illustrations of the various ways in which participants perceived the organisational MD 

paradigm and how they made sense of and engaged with the MD directives through the 

analysis lenses of sensemaking and identity work. In addition, these stories also illustrate how 

the experiences were shaped in part by Culturewise Practice (CWP) and my practitioner 

influence. I consolidate my insights gained from each of the cases and through this begin to 

answer my research questions (see pages 10, and 54) 

In addition, by exploring my thoughts, feelings and actions as I step through this process as a 

researcher, I am able to demonstrate my own sensemaking processes that took place during 

my involvement with the cases and this research process. Furthermore, by reconnecting with 

the premise, principles and practices of CWP described in Chapter Four, I prepare for my final 

discussion and theorising of practicing inclusion in Chapter Nine.  

 

The Government Case 
 

In this section I will be presenting the stories of Mandy, Pat my colleague and client 

representative respectively, and the participant stories of Winnie, Matt and Will. Each of the 

stories will provide illustrations and insights into the influence of the organisations’ MD 

paradigm and sensemaking processes. Following from these stories, I will provide a 

consolidation of pertinent insights and observations. 

 

Mandy  
 

You just never know what to expect when you are invited by a Government Department to 

provide a proposal for fee for service work. When Pat invited me for a coffee to discuss the 
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Department’s requirements, I was a bit apprehensive. I knew that the policy the Queensland 

government had embarked on seemed progressive, and I was hopeful that this would be 

reflected in the request for service Mandy and I thought we would receive from Pat. I was 

also very conscious that ultimately, we would be constrained not only by Pat’s understanding, 

but also our collective understandings of this policy and shared ideas on how to link this to 

the needs of the Department and respond to broader Government policy directions.   

 

Upon reflection, I realise I need to provide some additional context first. The launching of the 

policy by the Queensland government had made the emergence of the consultancy and 

training arm of the not-for-profit we were representing possible, as the government had 

decided to no longer provide internal cross-cultural training services. Hence Government 

departments were looking for alternatives. The not-for-profit through whom we delivered the 

training to the Department had anticipated this and had engaged my colleague Bob23 and I 

twelve months earlier to conduct a feasibility study for a training and consultancy arm.  

Shortly after its subsequent establishment, Mandy had come on board as a part-time staff 

member. In that capacity she had attended facilitator training which was organised by the 

Queensland government with the intention to establish a register of cross-cultural trainers.  

They aimed to provide some sort of continuity by basing the training on their materials and 

build external capacity and local sources for training to government departments.  

 

Mandy was quite critical of this experience. She likened it to the emergence of a little cult 

surrounding some of the departing civil servants who had been providing the training and was 

                                                           
23 The person I refer to here is the same person who invited me to collaborate on the Sport Case. 
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deeply disappointed with the content and focus of their facilitation. She told me that the 

theories being used were sound and reflected those used in the CWP approach. However, she 

had reservations regarding the interpretations and sentiments expressed by the facilitator 

during the training she attended. Mandy had described these as paternalistic and 

condescending towards migrants and refugees. She indicated that although the facilitator had 

been a fountain of knowledge with regards to cultural information about migrants and 

refugees, little reflexive insight had been demonstrated. For example, the facilitator was able 

to recite statistics and information about the various groups by heart. Yet they did not seem 

to be able to relate to the everyday experiences of people from CALD backgrounds trying to 

adapt to the realities of living and working in Queensland and interacting with various 

Government Departments. Mandy’s insights made me nervous. Was her experience with this 

relatively senior public servant an indication of the general level of understanding within the 

Queensland Government? Particularly as this person had been the lead cross-cultural trainer 

throughout the State. These conversations with Mandy were at the root of my feelings of 

insecurity and apprehension in preparing for my meeting with Pat, as I had no idea about 

what to expect upon meeting her.  

 

Reflecting on this story now, the apprehension of ‘difference’ as demonstrated by the senior 

public servant as described by Mandy was, from my perspective, typical of an etic group 

notion of cultural identity (Tatli & Özbilgin, 2012), with a large helping of othering24 (Holliday, 

2011), laced with tinges of lesser than (Ybema et al., 2009, p. 307). Similarly, the 

organisational directives regarding cultural diversity as interpreted by this public servant 

                                                           
24 Holliday (2011) refers to othering as ‘applying cultural or another sort of chauvinism to a particular group of 
people, or to a person as though they are essentially defined by the imagined negative characteristic of that 
group (p. 199) 
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were, from my perspective, centred on ‘the other’ requiring becoming ‘like us’ as soon as 

possible (Ghorashi & Sabelis, 2013). Being different actually created all types of insecurity 

(Gagnon, 2008; Knights & Clarke, 2013) and challenges to the status quo (Knights & Omanović, 

2016).  I realise that this perspective of the one public servant is not indicative of the overall 

MD paradigm of the Queensland Public Service, but at the time, although I had not been able 

to articulate it in this way, it nevertheless made me wonder about what other perspectives I 

would encounter.  It is also an example of my own insecurity and identity work as a consultant. 

For example, although I perceived the MD paradigm as contained within the Government 

documents provided as having huge potential, I was nervous about how this was interpreted 

and what was expected of me as a so called ‘expert’. I therefore decided to be cautious, which 

could be construed as a normalising response (Alvesson, Ashcraft, et al., 2008). Upon 

reflection and analysis now, I am comfortable in identifying the MD paradigm as showing signs 

of both a leveraging25 and inclusion26 stance, yet still focused on an etic notion of group 

difference, and a somewhat confused message regarding change.  

 

Pat  
 

Based on my conversations with Mandy, when I met Pat, in that moment I decided to not 

immediately share our CWP approach, I wanted to get an indication of Pat’s views on cultural 

diversity and the new directives of the Queensland government.  When she outlined what 

she was looking for, I was delighted, as her perspectives aligned with our thinking about how 

to build organisational capacity; enabling people to develop insights about the influence of 

                                                           
25 Celebrating diversity as a means to access hereto untapped sources of clients and customers, innovation and 
different ways of thinking and doing. 
26 The dynamic force that enables organisations to shape an environment for groups and individuals to achieve 
a sense of belonging on their terms and as a means to overcome inequality. 
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their own perspectives on interactions; and take personal responsibility for being effective 

with other individuals in the moment (Bouten-Pinto, 2009).  

 

I realise now that, although I have provided insight into my perspective of the MD paradigm 

of the Queensland Public service at the time, my experiences with participants tell different 

stories. Although I may interpret these directives in a certain way, they are interpreted by 

different people in different ways, and therefore, their actions will be shaped within the 

context of their understandings.  All I did at the time was make inferences on the 

organisational paradigm, based on my own interpretations and on what Pat required us to 

do. It also made me realise that the CWP approach, was quite different from the traditional 

cross-cultural training that people in the Department had previously experienced. Thus, I felt 

that the CWP approach would in itself potentially enable different understandings of the 

Queensland public service MD paradigm to emerge. This demonstrated to me that 

organisations cannot take for granted that directives are going to be understood and acted 

upon in the same way throughout an organisation. Regardless of the intentions framed and 

contained within directives and documents, a diversity of approaches and understandings 

must be acknowledged and supported throughout an organisation if people are going to be 

able to connect with and make sense of these messages in ways that are meaningful to them. 

This demonstrates that without deliberate efforts around facilitating opportunities for the 

development of shared meaning and understanding (Sandberg & Targama, 2007) around MD 

directives within the different organisational contexts, they may continue to be 

misunderstood and create insecurity.  
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Pat’s understanding of the Queensland Government’s policy directives is what helped shape 

our approach and the project. It is from her understanding that I proposed the practice 

paradigm of the Department to reflect an emerging perspective of inclusion27; focused on 

including public servants as well as the people of Queensland. More importantly, Pat gave us 

licence to challenge the etic notions of difference that prevailed in her Department as well as 

in the broader Government policy directives. This in turn enabled us to begin to reframe the 

sameness/difference dichotomy and the etic notions of groups towards an emic, fluid and 

context dependent perspective, and as offering opportunities for innovation, rather than 

challenges. This demonstrates the potential that Ghorashi and Sabelis (2013) identified when 

proposing a rethinking of strategies for diversity. Winnie’s story below will provide further 

insight into this potential.  

 

The broad organisational context of the Department was also outlined to us by Pat. The 

Department was organised around a number of Divisions where work revolved broadly 

around state-wide policy, decision making and practice development around land use, and 

economic and social development. As I outlined in Chapter Five, Pat wanted to run a pilot 

with participants drawn predominantly from one specific Division, with an open invitation 

extended to employees from other areas of the Department. She did not tell us why she 

focused on this particular Division, and upon reflection and a search through my notes, I also 

never asked. Subsequently, most participants came from that Division and occupied 

administrative roles ranging from (Administrative Officer) AO2-AO5 levels, and practitioner, 

project officer, planner and advisor roles ranging from AO4 to AO8 levels (Queensland, 1999).   

                                                           
27 Inclusion: the dynamic force that enables organisations to shape an environment for groups and individuals 
to achieve a sense of belonging on their terms and as a means to overcome inequality. 
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Participants were recruited through the efforts of the human resources division and 

participation was encouraged but not made mandatory. I remember discussions with Pat and 

Mandy about managerial involvement in the training. At that time, I think managerial 

involvement was seen as desirable and that the pilot would potentially assist in making the 

case for this to occur in the future.  At the time I was disappointed by this, but not surprised. 

The lack of manager involvement in these types of programs has been an issue for years, and 

was formally identified and articulated through a study about the effectiveness of cross-

cultural training in the Australian context undertaken by Robert Bean (2006).  

 

Upon reflection, this lack of involvement by management staff in training could be further 

indicative of and contribute to the limited managerial understandings of MD as identified by 

Davis, Frolova and Calaghan (2016) and O’Leary and Sandberg (2017). I also realise that this 

also influences to what extent MD is perceived as a priority and positioned as an integral part 

of organisational strategy rather than an ‘add on’ (Bean, 2008a). 

 

Taking a reflexive turn as a researcher on these two stories, it strikes me that by applying the 

sensemaking lens to my activities as a researcher I assumed I would be able to identify more 

than just the noticing, insecurity and actioning that took place. However, I am struck by the 

embodied nature of this process contained within the stories and how my sensemaking lens 

actually turns this process in to a rational object of analysis rather than what Cunliffe and 

Coupland (2012) describe as an opportunity for ‘embodied narrative sensemaking’. By having 

framed sensemaking as consisting of the three components, as a researcher I categorise, 

identify and rationalise what happens between myself as the practitioner and Pat and Mandy. 
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However, inter-relational and embodied aspects are less clear. And yet, I have been able to 

surface some of this through what Cunliffe and Coupland (2012, p. 65) as ‘within the flow of 

experience. For example, I make statements that relate to my thoughts and feelings, i.e. as 

relayed by the introductory paragraph to Mandy’s story (see page 161 above) I also realise 

that although my analysis lens consists of three what seem objective components, the 

framing of what happens after noticing, as insecurity, seems to suggest an open door for a 

more embodied approach. I must keep this in mind as I continue my analysis. 

 

I now turn to my encounters with participants; Winnie, Matt and Will, and provide 

illustrations of their sensemaking processes taking place. In addition, I provide further insight 

into the Departmental MD paradigm as well as the influence of the CWP approach.  

Winnie 

 

The following story is based on a workshop I facilitated in a regional city in Queensland and 

revolves around an issue a professional public servant, I shall call Winnie, seemed to grapple 

with. During the workshop Winnie shared that she was involved in consultations with 

Aboriginal people and that the timeframe allocated for these consultations was drawing to a 

close. Yet she felt that she had only been able to meet with a fraction of the people she had 

intended, as people were not showing up to the consultation meetings. In addition, some of 

the people who participated in the consultation meetings demanded some type of 

compensation, for which there was no budget. She was feeling frustrated as she did not know 

what to do to motivate people to attend the consultations, nor did she understand the 

demands made for compensation. She felt inadequate as a professional and under pressure 
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from head office to deliver within the prescribed time frame but felt conflicted about the 

actual lack of meaningful engagement with the community that had taken place thus far. 

 

With Winnie’s permission I used her story as an illustration to unpack some of the theoretical 

concepts used in the training. In particular Hofstede’s (1991, 2009) notion of 

individualism/collectivism; task/relationship and Hall’s (1959) theory of context.  Through 

this, I believe participants gained a conceptual understanding of how they were operating 

from their own and/or organisation’s cultural perspectives, and that individual and 

organisational cultural blind spots may be getting in the way of effective consultation. I 

subsequently engaged participants in exploring how working with people who held different 

cultural perspectives may need a different approach. By applying the CWP steps28 as a 

planning tool, participants quickly gained insight into how they could go about consultations 

in a different way. Through this exercise, participants realised that there were many questions 

that had emerged during the planning process they had been unable to answer, so an 

understanding that engaging with communities about the consultation process was as 

important as engaging in the process itself, had emerged.  

 

This was a great outcome for the workshop, however Winnie, who contributed the story in 

the first place, came up to me afterwards being quite concerned. She had realised that the 

consultation processes she had been involved in had been flawed from the start, and how, 

rather than actually gaining the various communities’ perspectives, she had contributed to 

what she described as a ‘meaningless process’. She commented further on how important 

                                                           
28 Culturewise Practice Steps: identify the context/situation; declare/share desired outcome; 
communicate/educate/ (with) each other; clarify negotiable/non-negotiables; identify possibilities for moving 
forward; reach agreement. 
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she thought it was that managers, decision-makers and designers of such processes also 

participated in this training. Not just to develop better understandings about working with 

Aboriginal communities, but also more broadly about working within the context of a regional 

office. She had realised that the latter could also be construed as working from a different 

‘cultural’ perspective. She indicated that most policy and process decisions were made out of 

head office in Brisbane, where the realities of working in a regional context were not well 

understood and where regional staff were often also not consulted. She believed that once 

decisions had been made, regional staff were expected to carry out directives as designed, 

and within the expected time frames, without due considerations of the realities on the 

ground. She had realised that this had not only contributed to her frustration about the lack 

of community engagement, but more so had fuelled doubts about her competence as a staff 

member. I remember that her insights moved me. I empathised with her whilst at the same 

time I felt happy about her having gained this insight, but I had a responsibility to help her see 

a way forward. 

 

From a sensemaking perspective, I believe this story illustrates a moment of ‘noticing’ aspects 

of all of the broad themes identified by Brown et al  (2014), as well as a moment of insecurity 

by Winnie (Gagnon, 2008; Knights & Clarke, 2013).  I am sure Winnie had noticed that her 

frustrations regarding the consultation processes she had been involved in could be explained 

through the use of culture concepts. However, what she had also noticed was that no amount 

of insights on her part about different cultural perspectives were going to make a difference 

on their own (power and politics) (Brown et al., 2014, p. 265). The organisation also needed 

to respond to the various different contexts in which Departmental offices operated in the 

regions (micro and macro concerns) (Brown et al., 2014, p. 265).  However, I also think she 
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enacted her insecurity through ‘curiosity’, (Maitlis & Christianson, 2014) as she came and 

talked to me about it after the workshop and sought advice about what could be done next.  

 

By doing so, she enacted her curiosity through what Gephart et al. (2010) refer to as actioning 

prospective strategising. She was also curious about how I, through delivering the workshops 

throughout the Department, would be able to influence organisational practices, by using her 

example in Brisbane workshops. She asked me to use her story so that the diversity of 

perspectives between head office in Brisbane and regional offices could also be highlighted 

and explored.  At the time we also talked about her capability as a staff member to work with 

her colleagues in the regional office and discuss this with her counterparts in head office to 

ensure regional input into planning. I agreed with her that as we were providing the training 

to staff in Brisbane as well, discussions around CWP within this context could be a useful and 

supportive approach. However, I was also conscious that there had not been a push for 

managers and decision-makers to participate in the workshops, and that this in part 

contributed to the bottleneck. 

 

Nevertheless, after this post workshop conversation, Winnie seemed to embody renewed 

vigour. From an identity work perspective, I think that Winnie had noticed that her feelings 

of insecurity about her competence as a staff member resulted from having to respond to, 

and work with, organisational directives that were not responsive to the context in which she 

worked (Ashman & Gibson, 2010). Nor were these directives responsive in terms of her 

achieving the desired outcomes. This demonstrates how organisational influences and 

directives can contribute to feelings of insecurity; in Winnie’s case regarding her competence 

as a staff member. The requirement for her to follow a prescribed process of consultations, 
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which did not seem to work on the ground, was only one contributing factor. The lack of 

insight and consideration by more senior staff and managers in the Brisbane office has also 

contributed to her frustration as she dealt with the consequences of the top-down head-

office based approaches, and the questionable impact this had on community relations and 

policy making.    

 

This story also made me realise that Winnie’s concern about inclusion as a professional in the 

Department did not revolve around any of the legislated identity group markers; rather, it 

revolved around her notion of her identity as a professional and how organisational practices 

were bearing influence (Ashman & Gibson, 2010). Yet, having been provided with an 

opportunity to explore an issue she had noticed which was clearly linked to the inclusion of 

the perspectives of Aboriginal people on the Departments planning processes, this is an 

example of how insight into one issue can also trigger insight into others. In addition, it 

provides an example of how a focus on processes and practices can constitute a rethinking of 

MD in practice (Ghorashi & Sabelis, 2013). 

 

Working through Winnie’s story reminded me of two other stories that relate to this. The first 

one is about a senior staff member, I shall refer to as Will, whose story I will be sharing next. 

His story relates to Winnie’s suggestion that managers should attend this type of training, in 

order to understand the broader context in which people work. The story illustrates one of 

the challenges that need to be overcome in order for this to happen.  The story revolves 

around an incident that took place in Brisbane.  
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Will 
 

Will arrived about five minutes before the start of the workshop. I welcomed Will and I 

directed him to the sign in sheet. I observed him whilst he picked up the sheet from the table, 

read the names on the sheet, put it down, and proceeded to sign. He then came up to me and 

asked if he was expected to stay. Puzzled by his question, I looked at him and asked what he 

meant, upon which he responded that he actually wanted to know if he had to stay for the 

workshop, as he was very busy with work and really struggled to afford the time and that he 

was not sure as to how the training would relate to his work.  

 

I asked him to tell me more about his job. He responded that he managed a team of people 

in a very busy section concerned with planning. Upon which I responded that I was sure he 

would be able to relate to the content, given that we were using a ‘planning type’ approach 

to considering different cultural perspectives. Based on his subsequent demeanour; he 

fiddled with his pen, moved back to the table and picked up the sign-in sheet again, I got the 

distinct feeling that my answer had not connected with his perspective.  Will seemed to be 

considering his next response, turned back to me and asked if the training was mandatory, 

upon which I responded that it was voluntary. I then asked him, based on his misgivings, why 

he had registered to attend in the first place? He shrugged his shoulders and muttered an 

answer, which words I don’t remember, but seemed to revolve around it having looked like 

the training could be useful at the time. I then suggested to him that it was his choice to either 

stay or leave. I did not want to give him what I believed he was seeking; overt approval not to 

attend. I suggested to him that given his role, by staying and participating, he would probably 

be setting a real good example for all staff and other managers in particular.  I also told him 

that if he decided to leave, I would have to cross out his name on the sign-in sheet. Neither 
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of these comments did anything to convince him to stay, as after a few more moments of 

dawdling, he decided to leave. 

 

I remember at the time that I felt frustrated and confused. Why did he come in and sign the 

sheet and then question whether or not he should stay? Why would he ask me if the training 

was mandatory, when the recruitment information had clearly stated that is was not? Why 

did he decide in that moment, he was not going to attend? At the time, after the workshop, I 

remember reflecting on this event and I did have a look at the participant sign-in sheet. I 

remember the participants were mostly from his targeted Division and represented a balance 

between the different occupational levels; there were no managers and only a few more 

senior public servants present.  As the time, I thought that this may have had an influence on 

Will’s decision, as there were none of Will’s peers in attendance. However, I remember 

thinking about the order in which he identified the reasons why it was difficult for him to stay. 

The first reason was being busy; the second reason was lack of time, and the third, 

representing what I consider even now as the most important reason, he was unable to see 

the relevance and was unable to connect to the training. From a sensemaking perspective, by 

initially registering for the training, Will may have seen this as an opportunity, and connected 

with this through a sense of curiosity triggered by the MD directives. However, as I arrived, 

he may have been confused by the lack of attendance of his peers.  This in turn may have 

created a sense of insecurity about the relevance of the training to him as a manager, thus 

his notion of identity as a manager influenced his sensemaking (Brown et al., 2014). By leaving 

he demonstrated what can further be construed as a normalising response by a manager, 

exerting a level of power in decision-making (Brown et al., 2014) by prioritising his work over 

training (Brown et al., 2014). 
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At the time, I remember being quite indignant, as I thought that surely as a manager he would 

be able to see the relevance of this training to increase his capacity to manage a diverse team. 

In addition, I immediately assumed that it was just another case of a manager thinking this 

was not a priority from his perspective. However, upon further reflection, I realise now that I 

was making a number of assumptions, based on how I interpreted the signs surrounding the 

event, and what I noticed at the time. I realised that Will probably had not been able to see 

the relevance of the training, as nothing had been communicated specifically regarding the 

potential benefits for managers.  It made me realise that if we wanted to make the training 

attractive to managers, we needed to speak to their needs and realities. In subsequent 

training proposals, and upon Pat’s requests, we included a strategy specifically focused on 

engaging with and addressing manager’s needs. However, this additional component was 

never considered past Pat’s level as a senior manager in Human Resources in the organisation.  

 

Using the identity lens to reflect further, I am not sure to what extent the organisational MD 

directives within the Department were actually associated with MD managerial capabilities 

or management accountabilities towards achieving outcomes.  I believe that this represents 

an example of why it is important to explicitly associate MD capabilities and accountabilities 

for people in organisations that are related to their organisational identities. For example, 

Will may have decided to stay, if the organisational messages, which operate as organisational 

influences had been clearly linked to performance goals related to MD. This may have created 

a sense of urgency or insecurity that could have changed his decision to prioritise work over 

training.  I will contemplate this further as I make recommendations for practice. In addition, 

I think this is also an interesting area for further research. 
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I now turn my attention to Matt’s story. 

 

Matt 

 

Matt’s story resulted from participant involvement in the consolidations meetings which were 

facilitated approximately four to six weeks after the initial workshop. During one of these 

meetings, the participants and I reviewed and reflected on what they had learned during the 

workshop, as well as what they had been able to practice when returning to their respective 

workplaces after the workshop. I remember the general atmosphere of these meetings as 

being quite informal and relaxed, where people contributed stories and anecdotes of their 

experiences and generally had a good time.  As there was no catering budget for these 

meetings, we all made do with tea, instant coffee and a biscuit provided by Pat. Which almost 

always elicited some snide comments about the plight of non-managerial staff as not being 

important enough to enjoy better catering.  Upon reflection, I wonder to what extent this 

could actually be construed as a ‘them’ v ‘us’, and as an example of what underpinned the 

perceived top-down approach as identified by Winnie? 

 

It was during one of these meeting that one person, I shall refer to as Matt asked me, if senior 

management actually knew what we were doing. Not being sure about what Matt referred 

to, I asked if he could clarify his comment. He proceeded to explain that according to him, 

through our training we were equipping people with critical reflective skills, which, would not 

only enable them to reflect deeply on their work in terms of culturally responsive practice, 

but also more broadly in terms of organisational dynamics. I thought at the time that this was 
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an excellent observation. He then proceeded to explain that within the context of his area of 

work, increasing critical reflective skills and means by which to ask different types of questions 

could be perceived as quite subversive and counterproductive in terms of some of the 

Governments’ other objectives. He did not really go into a lot of detail about what he referred 

to, instead Matt proceeded to express his delight about this so-called subversiveness, as from 

his perspective, many of the taken for granted bureaucratic and political processes could be 

challenged in very constructive ways.   

 

I remember being somewhat amused at the time, as I had not really considered this. Yet, upon 

reflection, I think it is important to recognise what Matt had to say actually demonstrates how 

diversity initiatives can enable innovation and change (Cabrales, 2008) that has not yet been 

considered outside of the prevailing business case in terms of accessing markets and 

increasing productivity (Deloitte, 2013; Litvin, 2002; Taksa & Groutsis, 2010). However, I think 

that this is also an example of how people connect to and understand other types of 

potentials that can emerge from being engaged in a shared learning opportunity. Matt had 

seen the potential embedded from a structural perspective, yet others had not, or maybe had 

not been inclined to identify this in terms of their organisation. Upon further reflection, 

participant comments made in the evaluations did reflect some of this, as many participants 

identified the value of what they had learned to other parts of their own lives.  

 

Consolidations 

 

Consolidating my initial learnings from the aforementioned stories has led me to the following 

realisations. Firstly, one cannot assume that an organisational MD paradigm, in terms of its 
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intended practice paradigm, specific MD directives or apprehensions of difference, is going to 

be understood uniformly by people engaged in MD initiatives at all levels in the organisation. 

Winnie, Will and Matt’s stories demonstrate that as they connected with and each had 

operationalised what they had learned in very different ways. From Will’s perspective he 

learned that MD directives are optional.  Winnie, Will and Matt did not seem to connect to 

apprehensions of difference in terms of etic MD identity group notions, even though these 

were identified specifically in the organisational directives. Rather their insights related to 

their own positions, effectiveness and identity notions as public servants, as well as their 

ability to be heard and exert internal influence.   

 

This makes me realise that participants will notice and make sense of things that matter most 

to them in that moment, through a reflexive process (Pye, 2005) triggered by the sensegiving 

devices; the actors, enablers and conditions that are present in that moment (Bartunek et al., 

2011; Gioia & Chittipeddi, 1991; Maitlis & Lawrence, 2007). The workshop and the embedded 

interpretation of the organisational MD directives provided the conditions and the devices. 

Yet, in the case of Winnie, it was the reframing of her thoughts and feelings through the 

intercultural theory lenses in the workshop and the CWP process that enabled her to make 

sense and be creative. For Will it was the participant list and the external pressures placed 

upon him to make sense and normalise, and for Matt the delight in being able to be subversive 

sparked his sensemaking and creativity. Winnie was triggered by initial feelings of insecurity 

of not being an effective staff member.  Whereas Will was triggered by a need for training to 

be relevant to his position and identity as a manager, and, for Matt he was finding a way to 

be able to exert internal influence to affect change and linking this to notions of who he could 

be.  
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That participants notice and make sense of what matters most to them, and this is an 

important insight when engaging people in diversity related initiatives. If we focus on 

engaging people in prospective sensemaking and engage them in creativity, it is important 

that the sensegiving devices facilitate this and connect to their sense of identity in the 

organisation. Will’s story demonstrated this clearly. In the workshops, the CWP approach 

accomplished this to some extent by providing a planning approach that appealed to values 

and principles and enabled participants to create possibilities in their everyday practice. It 

also demonstrates that organisational directives, as static devices, are less powerful in 

triggering sensemaking if these are not contextualised to all levels in organisations and/or 

employees are not facilitated to contextualise these in their everyday practice. This then 

makes a case for embodied practices to be considered and the role for diversity practitioners 

as facilitators to enable both retrospective sensemaking with a strong focus on exploring 

possibilities and problem-solving to trigger prospective sensemaking (Sandberg & Tsoukas, 

2015) within the context of the various environments within an organisation. This then 

provides a means by which the individual/group identity MD dilemma can be overcome, as a 

focus on values, principles and practices for inclusion potentially cuts across identity notions. 

The process of accommodation and adaptation to negotiate differences then becomes an in-

the-moment facilitated and considered endeavour focused on the individuals and/or groups 

of people involved and on what matters most to them, rather than the agenda of the 

organisation only.  

 

I now move on to the Health project for further explorations. 
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The Health Case 
 

In this section I present the story of Joanna, my colleague, to provide insight into the 

organisational MD paradigm of the Palliative Care organisation. I then follow by presenting 

Margaret’s story, which provides an example of, and insight into, our working towards shifting 

etic notions of difference encountered throughout the many workshops we conducted. 

Joanna 

 

We went for a coffee after our pitch during the client meeting. We were both giggling, happy 

it was over. We were confident that we had given it our all; the client was impressed with the 

functionalities of the Cultural Information and Training Portal (CITP) and had responded well 

to our proposed approach to focus on skills, capabilities and motivation within the context of 

the six priority areas.29  Although we were excited, we also voiced our concerns that we were 

trying to meet a tall order in a very short timeframe, and that much of the longer-term success 

of the training would be dependent on management support and engagement. The audit 

process would provide us with a good angle and we were also lucky enough that cultural 

competence and/or cultural responsiveness had gained prominence in the sector’s regulatory 

frameworks. This meant there were accountabilities in place, relevant not only to workers, 

but also to managers and organisations. We would be able to use these strategically, but 

largely within the context of the audit framework and the ‘one off’ manager training only. We 

discussed how we needed to be crafty, as we had realised that the notion of cultural 

differences as expressed by the client representatives in the meeting revolved largely around 

                                                           
29 Cultural audits; health literacy; culturally relevant assessment; client rights; communication strategies; and 
diversity in bereavement. 
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etic and static notions of cultural groups. We assumed that this could also be an indication of 

what we would encounter from participants during the training, and we made a note to pay 

close attention to this and challenge this whenever possible and/or appropriate.  

 

Placing my MD analysis lens on my interpretation of the organisation’s MD paradigm, it is 

clear that differences were apprehended largely from an etic and group perspective. 

However, there was some recognition of needing to be responsive to individual client needs. 

As such, there was opportunity for shifting the conversation toward a more emic and fluid 

understanding of cultural differences in practice. Yet, the MD directives, in this case 

articulated around cultural responsiveness towards clients and colleagues, were solidly 

apprehended from a difference, rather than sameness perspective and focused on a 

leveraging30 approach in practice. This is further demonstrated by the CALD groups that had 

been specifically identified as targets for the organisational strategy. However, it also 

demonstrated a more comprehensive approach as industry wide Policy Frameworks were 

considered. Yet in practice, we knew that with the exception of the manager’s Audit focussed 

workshop, these would probably only be superficially explored.  

My next story about Margaret will provide an example of how we worked to shift etic group 

notions of difference with participants during workshops. As Joanne and had I expected, this 

was a recurrent issue in many of the workshops. 

 

                                                           
30 Celebrating diversity as a means to access hereto untapped sources of clients and customers, innovation and 
different ways of thinking and doing. 
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Margaret 
 

I met Margaret in a regional workshop, where she participated as a volunteer worker.  The 

participants in this particular workshop represented a mix of volunteers and hospital staff, 

from a regional area. As we had not received any information regarding participant needs and 

experiences beforehand, I wanted to get an in-the-moment sense of their level of 

understanding and engaged them in an introductory exercise. This is where the story begins.  

Margaret came across as a lovely person, who approached me, introduced herself and made 

me feel welcome by chatting away and talking about living in the countryside and 

volunteering for the hospital.  Her chattiness continued into the workshop.  Margaret was 

eager to participate and was ready to share her opinions. However, she was not very generous 

in allowing others to speak. She would interject, speak over other participants and seemed to 

have a need to continuously draw attention to herself and her experiences as a volunteer. I 

wasn’t sure what to think of it, as Margaret’s behaviour could be resulting from many things. 

For example, it could have been a lack of self-awareness of the impact that her behaviour has 

on people, or maybe a sense of insecurity about being in a formal workshop about something 

she did not know much about. Whatever the underlying reason/s, Margaret reminded me of 

how some people can just be hard work for a facilitator to manage in a workshop. 

In addition, the other participants seemed to represent a diverse group of people, and I 

started with an Acknowledgment of Country31. I immediately noticed the tentative smiles on 

the faces of two participants, who seemed to be pleased by this.   

                                                           
31 Acknowledgement of country is an ancient Australian Aboriginal cultural diplomatic protocol. It is an 
important way for non-Aboriginal people to begin to build a closer relationship with Aboriginal people. 
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In order to overcome my lack of information on the needs of this particular group of 

participants, I asked them to contribute one goal they would like to achieve at the end of the 

workshop.  Margaret contributed that she needed more information about the cultural 

backgrounds of the migrants and refugees she had been working with. She had prefaced this 

by professing that they were such ‘wonderful people’ but that they really did not understand 

what her role as a volunteer entailed.  

It was one of those comments that peaks my ears; what did she mean by that? Did she mean 

that when people would understand her role from her perspective, she could be effective? 

Or did I read too much into this? It also made me edgy and observant of what could happen 

next, as Margaret seemed to be pretty clear about what it was she wanted. I was wondering 

how this would pan out? In my head I was getting ready to pull out my staple standby of 

talking about cultural heritage and culture from the context of my three children; born in the 

Philippines, Netherlands and Canada; growing up in Canada and Australia and raised through 

the combined efforts of their Dutch mother and Filipino father. What type of cultural 

information would be required when providing them with culturally responsive care?  

Although I was getting a bit wary, I did not think that Margaret saw people from CALD 

backgrounds as less desirable or less respectable, but rather, she saw them as different and 

less powerful, maybe to be pitied, and as not knowing what they needed and what she could 

provide. In addition, Margaret was convinced that information about the culture of the 

people she interacted with, would enable her to determine what services they would need, 

and thus be more effective. It all came across as quite one-sided as she prefaced her 

contribution to the list of goals with the comment reflecting these sentiments. 



Chapter Eight – Applying the Lenses and Identifying Insights 

182 
   

I had dealt with these types of perspectives in almost every other health workshop, and I 

construed this largely as difference being noticed from an ambiguity32 or fear perspective. 

When I encountered this with Margaret, I responded to her like I always do, cheerfully, yet 

internally somewhat frustrated, by acknowledging that information is indeed an important 

ingredient, but that it is not the only thing that is required.  

In that moment, rather than sharing the story about my children, I decided to ask if the group 

could make a list of information that people would require in order to be able to deal 

effectively with an ‘Aussie’, which is a colloquial term for a person born in Australia.  This 

created a lot of hilarity as we bantered about many of the stereotypes about Australians. In 

the end, the group realised that no amount of information alone was going to prepare them 

for an effective interaction; because we deal with people, not cultures. It provided me with a 

really nice segue to explain that in the workshop we would be focusing on being able to be 

effective even if we had little information.  Rather, we would focus on concepts around 

culture that could help explain why people might behave in a certain way and on using 

effective communication strategies to ask better questions. Margaret then became quieter 

and this shifted the dynamic and we quickly delved into the workshop activities. However, 

when I outlined that we would be focussing on being able to attend to emotions as well as 

cognition, Margaret piped up with the comment that sitting with someone and holding their 

hand or giving them a hug would always be accepted as a positive experience when dealing 

with grief. I did not make a big deal out of that, but briefly mentioned that culture also 

influences the expression of emotions. I hoped that our subsequent conversations about 

cultural tendencies and traits underpinning the expression of emotions would help her reflect 

                                                           
32 Misunderstanding resulting in a sense of uncertainty, discomfort or fear leading to retrospection in order to 
lessen discomfort. 
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on her statement. It did, she became more introspective. Even though she continued to 

enthusiastically contribute to small group work activities during the second half of the 

workshop, where we focused on working through the scenarios and applying the 

communication techniques33 (Kissane & Parnes, 2014), she no longer dominated the large 

group discussions. Rather, she refrained from making generalised sweeping comments, and 

then began to ask questions, listened more intently and took many notes.  Towards the end 

of the workshop my perception of Margaret changed from being ‘the hard to deal with 

participant’, to someone who had gained tremendous insight. 

Reflecting on what may have been Margaret’s sensemaking process leads me to draw some 

conclusions.  Firstly, her identity as a confident and competent volunteer in her own eyes, 

saw the workshop content and focus challenge her perspectives. This in turn may have 

generated a sense of insecurity about her identity and competence as a volunteer worker. 

However, her subsequent actions clearly demonstrated an equivocality34 or curiosity 

response.  She had noticed that her behaviour did not seem to align with the content of the 

workshop. However, rather than digging in her heels, she began to listen, she seemed to 

become more introspective, and started to take copious notes and engaged by asking 

questions and working through the activities with her co-participants in a collaborative way.  

Margaret’s example is reflective of what I have observed with participants and clients during 

many workshops and encounters throughout my career. It reflects the moments when 

something that has an affective impact (an experiential exercise, an evocative story, an 

example that demonstrates theory, or an interaction with a key person) (Heaphy, 2017) 

                                                           
33 Tend to emotions; ask tell ask & tell me more. 
34 Misunderstanding resulting in a sense of curiosity leading to prospection to generate and gain clarity around 
available options and choices. 
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triggers an instance of deeper understanding, and a willingness to want to know more or to 

want to act in a different way. Gaining this insight has also triggered a moment of deeper 

understanding for myself, as I realise, that as a facilitator and a MD practitioner it is so 

important to hold a space of safety, where people’s perspectives are acknowledged as valid 

for them, without ridicule or fear of reprisal.   

The reason why I remember Margaret in particular, is because of her comment about hugging 

and hand holding and how it motivated me to write a role play scenario that specifically 

informed volunteers about cultural perspectives on behaviours surrounding the expression 

of emotions and physical contact. Through this, I was not only further informing my own 

practice but this experienced provided me with an additional tool to facilitate learning for 

others. 

 

Consolidations 

 

The Health project enabled me to provide an example of how all three of the analysis lenses 

interact. The client’s MD directives, which we had aligned to the broader industry practice 

frameworks and which were the driving factors for the training, seemed to have little bearing 

on the participants.  I remember the PowerPoint slide outlining our mapping of the various 

policy frameworks, the additional information that was provided in the participant guides, 

and the glassy eyed demeanour I observed from the participants during that particular 

workshop section. It seemed that the participants viewed these as largely irrelevant to their 

everyday work. This was understandable, given that the audience of staff and volunteers were 
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mostly interested in being able to provide a better service and connect better with their 

patients and their families.  

This makes me realise that how MD directives are contextualised to the various levels and 

contexts within an organisation are incredibly important. In this instance, the broader context 

in terms of practice frameworks was more likely to be important to managers, and to be less 

important on the ground. Yet, this then raises another dilemma, as it is also important to 

share the bigger picture. It may not connect with everyone in that instance, but omitting the 

information, or not providing access to the information makes assumptions about the 

capacity or willingness of people to understand. In addition, it creates a lack of transparency, 

that in the context of inclusion and diversity practice can lead to further misunderstandings 

and exclusion based on (a perceived) lack of need for information. I also realised that by taking 

this into consideration, organisations and practitioners’ alike need to be strategic, whilst at 

the same time demonstrating inclusion through transparency and inclusive behaviour. This is 

thus an example of another aspect of the role of diversity practitioners, as organising and 

facilitating processes of collective sensemaking between people in organisations about 

diversity and inclusion in the various organisational contexts.  

Margaret’s story demonstrates how identity work takes place within an organisation, and 

how moments of insecurity can have a transformative effect on an individual.  In her case the 

organisational influence came in the form of the training.  Margaret received cues from the 

interactions with myself, the workshop materials and her peers in the workshop that resulted 

in her sensemaking process. She connected with the messages, which in turn saw her engage 

in self-regulation and becoming more introspective.  This could also be due to the dynamic in 

the workshop which may have exerted some regulatory forces upon her.  This then in turn 
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influenced how she perceived herself and her behaviour within the context of the workshop, 

and hopefully in her future work with people from CALD backgrounds.   

So why is this analysis, which is based on my perspectives and my interpretations of what 

happened to Margaret, important? I have no idea about what the longer-term outcomes were 

for her, or if anything she had learned in the workshop had any lasting influence. However, I 

believe it is important to illustrate how sensemaking and identity processes interact in the 

context of diversity training and facilitation. Margaret’s story highlights the dynamic 

processes that can take place, in this case in a controlled workshop environment, where there 

is opportunity for a facilitator to intervene, provide insight and support. However, this 

facilitative requirement also translates into the wider context of MD practice.  If practitioners 

recognise and understand how these dynamics can take place, their role can become more 

encompassing of more deliberately facilitating the sensemaking processes that are inherently 

taking place in organisations (Brown et al., 2014; Sandberg & Targama, 2007). This then 

means that in the context of the organisation, transparency and contextualisation of 

information and the facilitation of processes where people participate in defining what MD 

directives mean within their context will be crucial if inclusion and diversity frameworks are 

going to be understood and embodied by everyone in the organisation. 

This now leads me to the Sport project, where I realise how language used within the MD 

paradigm is a crucial component in order to be able to promote and facilitate change. 
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The Sport Case 
 

I am taking a slightly different tack in the analysis of this case, as my own experiences as a 

consultant to this project provides some excellent stories I encountered as a practitioner. As 

indicated earlier, I will begin by providing an illustration about why the use of language and 

words is important in crafting MD directives and materials via the story of Bob and Max.  From 

there I will share the story of my encounters with Mary and Beth during the facilitator 

workshops, as they provide further insight into identity and sensemaking processes. 

 

Bob and Max 
 

In the Sport story outlined in Chapter Five, I refer to an afternoon meeting that took place 

between Bob, Max, John, Wes and myself. This meeting involved the development of the 

Resources Guide which I alluded to earlier and this story relates to what happened during 

that meeting.   

I noticed how I was the only woman in the room, amongst four other people representing 

four different age groups.  It was then that I raised the issue about the proliferation of the 

word ‘females’, when referring to girls and women in the resource guide. I had not been the 

only one to have raised this as a concern, as I found out later, many of the women employees 

involved in providing feedback on various drafts of the resource guide had also suggested this.  

However, my input as an outsider, and as an ‘expert consultant’ added some sway. I 

remember it well. Not long before this meeting, I had engaged in a conversation with a 

student colleague about words, the use of words and the inherent power of words. At the 
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time, our conversation had made me think about how language and words shape the way in 

which we make sense of and relate to things and people.  

I guess, this conversation had heightened my sensitivities regarding this and whilst I was 

reading the draft of the client’s resource document, the prolific use of the word ‘female’, had 

struck me as odd and rather distant. Upon reflection, it had occurred to me previously as a 

recurring practice within the Australian vernacular. However, now within the context of 

working with the sport code, it just rubbed me the wrong way. From my perspective, if you 

want to include girls and women in a meaningful way in a sport, why would you refer to them 

as ‘females’ rather than as ‘girls and women’? For me it just did not make sense. The word 

‘female’ seemed so impersonal and distant.  So, during the meeting with the team, I shared 

my perspective and related it to how our choice of words shapes our perception of being 

included or excluded, and that I felt that using the words ‘girls and women’ sent a much more 

inclusive message. I noticed some hesitation at the time; some discomfort perhaps; or just a 

realisation? There was a bit of initial pushback, but Max quickly agreed, and that seemed to 

settle the debate. Subsequently, this conversation resulted in John being directed to 

substitute the word ‘female’ with the words ‘girls and women’ where appropriate in the 

Resource Guide.  

Upon reflection, I think in the context of this organisation, the word female had been 

normalised and it was possibly a representation of a wider Australian cultural norm. Upon 

reflection through my sensemaking analysis lens, it could potentially be an organisational 

ambiguity/insecurity response to an unfamiliar and possibly uncomfortable situation being 

the inclusion of women and girls in a hereto male oriented sport. From an identity 

perspective, I think it represents an etic or static and depersonalised way by which an 
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organisation refers to women and thereby potentially aiming to maintain the status quo.  I 

think it provides an example of where, even though there is a focus on increased 

representation of ‘different groups’ in this case women and girls, a comfort zone is being 

maintained by using familiar language as a normalising response. This is inadvertently at the 

expense of those who we are aiming to include as it may preclude a focus on creativity and 

putting a critical eye on existing rhetoric and practices.   

Although Max, as the organisational representative, responded and the changes were made, 

I did make it my personal mission during subsequent encounters and workshops, to 

continuously call staff on the casual use of the word ‘female’. Upon reflection, the culmination 

of events and the meeting triggered me as a practitioner into a creativity response; how to 

challenge a practice that contravenes or potentially undermines the organisation’s objective 

of including girls and women in the sport. I was also somewhat disappointed that it required 

my influence as an outsider during one meeting for the women employees to be heard 

(Humphrey, 2007).  It demonstrates to me the complexity of breaking through normalised 

behaviours and practices. It also provides an example where my presence at the table during 

the meeting sharing my perspective as a woman and being heard created the trigger for the 

breakthrough, which was reinforced through my identity and status as an external consultant. 

This combination created the environment in the meeting for the others to connect to the 

material in a different way. The subsequent changes made, suggests they were also able to 

connect from a creativity perspective. 

Upon reflection, the situation made me wonder, to what extent many ‘normalised’ 

behaviours and practices, and the lack of real progress in the inclusion of people from diverse 

backgrounds are actually the result of organisational insecurity resulting in an ambiguity or 
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fear response by decision-makers in organisations. For example, how many women’s 

committees or other affinity groups in organisations are convened as strategies to achieve 

equality and representation through consultation yet seem to achieve little in terms of 

change, which is one of the dilemma’s that is associated with MD (Ghorashi & Sabelis, 2013; 

Holvino & Kamp, 2009; Prasad, 1997; Zanoni et al., 2010). Maybe if we looked at committees 

and affinity groups as masking organisational insecurity, we could focus on overcoming the 

fear of the unknown, rather than on ‘fixing’ or placating groups of people who are perceived 

as embodying the unknown.  

 

It then also makes sense to call out etic depiction of groups as forms of insecurity and 

normalising responses to diversity. Etic depictions of groups of people support the 

maintenance of a comfortable distance; where the acknowledgement of the complexity and 

humanity of the individuals that make up these etic groups is not required (Tatli, 2011; Tatli 

& Özbilgin, 2012). Taking this further; firstly, could the prevailing organisational focus on 

diversity and groups represent an overall insecurity response to the increasing call for the 

inclusion of the proverbial ‘others’ in organisational and societal contexts? Secondly, does the 

process of grouping people then also make it easier for organisations to further regulate who 

one can or cannot be at work; and then also how one can or cannot be at work?  

 

The influence I was able to exert during that meeting sheds light on this. The women who had 

advocated for the change in language inside the organisation had not been heard. This could 

be seen as an example of how identity regulation from a diversity perspective actually takes 

place. It could be said that in this organisation women could be present at work, yet their 
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contributions and perspectives as women at work less so, as it required the voice of an 

outsider to achieve some results.  

 

As we sat around that table the discussion moved to further examining the feedback on the 

Resources Guide that had been received from the Game and Market Development (GMD) 

managers throughout the States and Territories. Max had done an excellent job in developing 

the overall strategy but also in including and considering the perspectives of his key 

stakeholders.  It was through this initial process that the Resource Guide had been divided 

into three sections; an introductory section with organisational messages, context and an 

explicit alignment with organisational values; a diversity section that provided specific 

information on each of the target groups35 and a guide that outlined six steps to inclusion (see 

footnote page 136) community organisations could use to become more inclusive. It was 

during this same meeting, that we decided to change the order of the sections and position 

the six steps to inclusion before the information about the groups.  

 

I am not sure what exactly precipitated this shift, I think it was the ongoing conversation we 

had on including and considering different perspectives; that the focus on groups still seemed 

limiting, given that there was a recognition that there were girls and women across all of the 

other groups identified in the resource. It may even have been something that Bob or I said, 

that seemed to impress upon Max that you need to make a conscious choice to include people 

first, which could easily be aligned with the values of the organisation, and that this is possible 

                                                           
35 Multicultural, Traditional Sport Communities – from multicultural backgrounds, Non-traditional Sport 
communities- from multicultural backgrounds, Refugee and Humanitarian Migrant communities, Multicultural 
Girls and Women, Aboriginal and Torres Strait Islander People, Aboriginal and Torres Strait Islander women, 
Disability: blind, deaf, intellectual, LGBTI.  
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even when you may not have a lot of information about the so called ‘others’. I welcomed 

this change, as it provided a much better alignment with my CWP approach. 

 

My next story is based on encounters with participants during the Facilitator’s conference, 

which formed part of the activities I was involved in during the first year with the Sport 

organisation. I have chosen to share this story as it provides me with examples of the 

influences of insecurity, and identity work related to organisational influences. In this section, 

I also briefly reflect on how my perceptions of identity as an outsider may have influenced 

the dynamics that took place. The participants in the Facilitators conference were GMD staff 

who had participated in the earlier training sessions that took place throughout the country 

and were invited, as designated community workshop facilitators, to contribute to the use of 

available resources and the overall design of this workshop. Mary and Beth represented two 

of these GMD staff and had both been invited. 

 

Mary and Beth 
 

I remember the new Facilitator’s conference well. I had met many of the participants during 

the time of delivering the GMD workshops, and I looked forward to re-connecting and 

working towards shaping another piece of the overall plan. I remember also being quite 

nervous. Two women I shall call Mary and Beth were participants in the conference as 

designated community workshop facilitators, and I was unsure about what this would mean 

in terms of their behaviour during the conference.  They had been quite critical of me in the 

past and I had interpreted their body language, such as rolling of eyes, non-participation and 

interruptions at the time as personal challenges directed to my legitimacy as a facilitator of 
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the workshops; particularly as I had virtually no knowledge of the sport. At the time, I had 

positioned this as an advantage. For example, in my introduction I always alluded to the fact 

that I didn’t know anything about the sport, and that I was not a sporting person. I always 

joked that if they could get me excited about the sport, the organisation’s strategy could work 

anywhere36. In addition, I always positioned the workshops as opportunities for different 

skillsets to be shared and to be able to learn from each other. The participants as experts in 

their sport and in game and market development, and myself as having expertise to offer in 

the area of inclusion and diversity practice. I positioned it as an opportunity where our coming 

together would enable us to learn from each other, move forward and create something that 

would be bigger than the sum parts. Upon reflection, this may well have been a strategy to 

minimise my own insecurity about my lack of knowledge of the sport. 

I attributed the challenging behaviour of Mary and Beth at the time as wanting to validate 

their own identities as experienced professionals to an outsider. Yet, it may have also been a 

demonstration of their insecurity invoked by my presence. Maybe they interpreted my 

presence as a reflection of the organisation’s view of their abilities. Which I can understand, 

after all who was I telling them what to do, when they were living the challenges of working 

as women in this organisation daily. They undoubtedly could provide specific insights and 

experiences I would never be able to tap into. On the other hand, I believed that I did have 

something to contribute as an outsider coming in. Max and Bob’s story serves as an example. 

I knew that Mary in particular had been instrumental in advocating for the change of language 

to ‘girls and women’ long before I had arrived on the scene. I can understand her frustration 

                                                           
36 This was in part precipitated by my observance of the banter that took place between GMD staff about the 
overall reputation of the sport in some corners of the community as not interesting to watch or participate in. 
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and as I am writing this, I feel very conflicted as I could have explored this with her, and I 

unfortunately never did.   

As most of the conference participants were from interstate, the conference had been 

organised to take place in a hotel where everyone was provided with accommodation. This 

had the advantage that the opportunities for learning as well as developing relationships 

extended well beyond the actual in-session times. The conference started at 10:00 AM, with 

a Welcome to Country, an introductory video, and a welcome by the CEO of the national 

organisation. His welcome set the tone for the conference as he focused on the overall 

strategy for inclusion and diversity, and his hopes for the future of the sport. He 

acknowledged the participants as key contributors to and drivers of this strategy which 

resulted in an excited and positive buzz at the start of the conference. 

From there, it was my turn. I had been given 90 minutes on the agenda to provide two 

professional development exercises which could be potential exercises for use in the 

community workshop.  As such the first part of my session revolved around providing the 

participants with an experience of the exercises, followed by a collaborative analysis of the 

usefulness/appropriateness of the exercises for the community workshop.   

As indicated before, I had met many of the participants before, and I felt comfortable with 

most of them. I started my session by building a bridge from the GMD workshop by 

reintroducing the concepts associated with a diversity mindset37. Following from there, I 

proceeded to show a 5-minute video which challenged assumptions, stereotypes and biases 

using pictures, sounds and the use of an unspoken and ambiguous storyline. This was to be 

                                                           
37 A deep-seated belief in equality, dignity and the agency of all human beings, and the value derived from 
being inclusive of everyone..  
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followed by an individual reflection to identify assumptions, stereotypes and biases and a 

discussion about the feelings and thoughts the video had invoked. However, the ensuing 

discussion took a different turn, as Beth, supported by Mary, loudly asserted that she wanted 

a copy of the video and that it should be included in the community workshops. This was not 

an unreasonable request, however, Beth then proceeded to disrupt further by beginning to 

critique the debriefing sequence rather than participating in the discussion. At the time, I felt 

exasperated, as the objectives and flow of the session had been made clear as firstly, an 

opportunity to enhance the participants’ insights regarding bias and stereotyping through an 

experience, and secondly, a subsequent review of the usefulness of the activity in community 

training. I remember reminding Beth about the purpose of the exercise, and proposed to 

complete the experience first, and then, to review the processes underpinning the exercise. 

Mary seemed supportive of this, and Max was very helpful at the time as he reiterated the 

overall purpose of the 90-minute session. He also committed to providing a link to the video 

to those interested. This seemed to be satisfactory and it brought the debriefing session back 

on point. Although the momentum that had been created by the video had dissipated, the 

discussion had also quickly fizzled.   

To rescue the moment, I invited participants to ‘take some risk’ and share a story of when 

they personally were affected by unconscious bias, and how this had impacted upon them. I 

remember a key moment of insight occurring by Mary. It followed a discussion around 

privilege and I had asked the participants to identify the colour of a plaster/Band-Aid, upon 

which many (but not all), responded ‘skin colour’, upon which I queried ‘whose skin’? At that 

moment, the conversation seemed to shift from what had so far been a conceptual exercise 

to a moment of recognition and insight for many and in particular for Mary. It is hard to 

describe what happened, but where she had barely greeted/acknowledged me in the 



Chapter Eight – Applying the Lenses and Identifying Insights 

196 
   

morning, she became much more collaborative and came up to talk to me about the 

experience during the break. I interpreted this gesture as an acknowledgment of her 

acceptance of me as making a legitimate contribution and as an ally rather than a threat. 

 

The second exercise was designed to demonstrate the influence of interpretations on actions. 

Again, instead of working through the exercise, Beth loudly asserted that this exercise would 

not work and proceeded to clarify several justifications in a demeanour that seemed set on 

disrupting the group. It was interesting to note that Mary no longer seemed to support her. I 

did not challenge Beth on her justifications, because she could very well be right, given the 

community context in which the participants would be working, and I acknowledged this as 

such. However, I did ask her if it was possible for us to have this conversation after the exercise 

had been completed, and everyone had an opportunity to reflect on the experience. Max also 

supported me in this and upon completion, we conceded that, in the format delivered, the 

exercise probably would not work in the community context. Other participants then 

suggested that the usage of a picture or object would probably be more appropriate, and this 

was a great outcome.   

During the subsequent lunchbreak, Max and I decided that to manage Beth’s behaviour, we 

would switch roles and he would lead the discussions whilst reviewing the proposed 

community workshop run sheet, materials and activities. As an insider and her boss, he would 

be in a stronger position to exert influence on her behaviour. I would take a back seat and 

contribute my perspectives and insights and record any contributions made during the 

discussions.  This proved to be a good strategy, as the group settled into design mode and 

contributed excellent insights with regards to the community workshop materials and 
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approach. Reflecting on this experience and reviewing my notes, revealed that suggestions 

abounded, and excellent discussions took place. For example, editorial suggestions regarding 

the placement of content, use of words, fonts, visuals etc. were made. In addition, the 

participants were keen on ensuring the visuals used were representative of a diversity of 

people. Further discussions revolved around data sources in order to reference player 

statistics, available case studies and other examples that could be used during the training. 

They went as far as to caution for the use of one proposed case study video as they recognised 

this as being filled with gender stereotypes.  Being involved in this process was exhilarating. 

Here were a group of people who were very capable and totally committed and interested in 

co-designing something that would have an impact in their world.   

It had been an intense day; and I believe that applying my own in-the-moment Culturewise 

Practice steps (stop, reflect, re-engage, evaluate) saved my 90-minute session from turning 

into a disaster. I also think that having withstood the challenges set the tone for the rest of 

the day, as Max and I continued to work as a team and had been able to demonstrate that 

discord can be handled in a constructive way during conversations and working sessions. I 

remember being very tired but also remember an encounter that lifted my spirits. 

I was slated to participate in an evening webinar, but I had the opportunity to take a 45-

minute break. I proceeded to the hotel lobby to go up to my room, when I met up with two 

participants whilst waiting for the lift. Inside the lift they both enquired as to how I was 

feeling. I recall telling them that I was quite tired and looked forward to a short lie down 

before participating in the webinar. They then proceeded to tell me how uncomfortable and 

embarrassed they had felt during the incidents that had transpired in the morning; how they 

had perceived these incidences as attempts to undermine me and my legitimacy for being at 
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the conference. I remember thanking them for their concern, and that I had been able to deal 

with it by applying my steps and by not taking it personally. I remember explaining that we 

were after all co-designing a workshop. They acknowledged that, but still felt that both the 

persons involved in the incidents had overstepped a line. At that exact moment, the lift 

reached my floor and I thanked them again and proceeded to my room.  

This short encounter restored my confidence, as I had been questioning myself ever since the 

incidents about ways in which I had contributed or could have done things differently. I also 

realised then that these incidents may have not been about me or the content at all, but more 

about internal dynamics that had some history I was not privy to at the time. I may have just 

personified something to these two women that may have related to their own experiences 

in the organisation. I think that maybe their expertise regarding diversity and inclusion had 

not been taken seriously and that the organisation’s reliance on outsiders was perceived by 

them as an affront to their capabilities. From my end, I had never seen myself as more capable 

than any of them and I had also been brought on board to provide a specific service, which 

would have been difficult to complete by GMD staff given their already demanding workloads.  

Overall the participants seemed supportive of our approach and the evaluations at the end 

of the first day reflected this through specific comments such as: 

“Self-awareness – keeping this on the agenda at all times: facilitators did 
extraordinarily well, given the context of the session”. 

“Well done and keep up the consultation – but let’s not make too many changes to 
deal with the cynics and knockers”. 

 

In general, the evaluations at the end of day one reflected that the participants had perceived 

the first day as a good experience. This is reflected in comments such as:   
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“It is encouraging to see/hear people in the room with extensive knowledge of club 
land – Think the suggested changes will make for a slick workshop” (Project3-Item20, 
2015, p. 1).  

“I think we need to ensure it’s not too content heavy (while recognising that there is 
a lot of info they need to ensure they are engaged throughout the session not just 
being lectured to”) (Project3-Item20, 2015, p. 1). 

“Was great to bounce ideas within the group and to pick upon alternative ideas and 
concepts that may work” (Project3-Item20, 2015, p. 1). 

 

I attributed these results largely to the collaborative process we engaged in and the way in 

which we constructively resolved issues and concerns. 

 

Consolidation  

 

When reflecting on the Sport stories it becomes apparent that the MD paradigm and its 

resulting rhetoric influences sensemaking as well as identity work. Specifically, the separate 

forces identified in my identity work analysis lens are shown to be dynamic, interactive and 

influential on how we make sense of situations. For example, Bob and Max’s story, 

demonstrates how a single word (females) construed as an organisational insecurity response 

puts a process in motion that on the one hand potentially lessens insecurity for many yet 

increases insecurity for a group of women who are supposed to benefit from the MD 

paradigm. This insecurity may not necessarily be about who I can or cannot be as a woman in 

the organisation, rather it sets the tone, or regulates how women (and girls) can be in the 

organisation. In essence it continues to enable the minimisation of women’s contributions as 

their identities are continued to be positioned as a ‘distant’ etic group.  It also operates as the 

organisational rhetoric for identity regulation prescribing how women need to self-regulate 
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their behaviours.  This is interesting as it provides an example that physical representation 

does not automatically equate with producing change. 

My insights into how these regulatory forces operated and influenced my interactions with 

Mary and Beth, has provided me with some insight into their identity work. They continuously 

negotiated the organisational rhetoric in their everyday practice and therefore may have seen 

themselves as utterly more competent or qualified than me. Particularly as having insight into 

the sport may have been really important in this case; which I openly professed not to have. 

Moreover, they may have resented my influence as an outsider in legitimising their efforts to 

substitute the word ‘females’ in the resource. This in turn may have further contributed to 

their feeling of insecurity or marginalisation. Their behaviour during the workshops towards 

me can then be construed as part of their identity work to assert themselves as competent 

professionals, equally as (or more) capable in the area of inclusion and diversity in their 

organisation.  

For Beth, this may have legitimised how she regulated herself, as she continued to be openly 

critical of much of what I did during our encounters; I was an outsider and therefore not as 

constrained by organisational regulatory influences and cultural norms. Then, rather than 

realising we were all working towards the same objectives (as I believe Mary did), she focused 

on my identity as an outsider to continue to undermine me. It was only when Max took the 

lead that the organisational influences of hierarchy and position forced her to regulate her 

behaviour in order to contribute effectively.  The latter action by Max is telling of the strength 

organisational influences have on identity processes in organisations.  I am also aware of the 

fact that Max’s gender identity could have had an influence on what transpired. However, I 

believe his position to be much more influential. 
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This then leads me to further propose that these stories provide an example of how 

apprehending diversity from etic group notions of difference can inadvertently set the tone 

for another form of identity regulation to emerge. This then takes the form of having to 

adhere to norms dictated by the organisational rhetoric embedded into how to be an 

appropriate group member of etic, organisationally defined and determined equity group.  

Where members of these groups are required to adhere to, rather than change wider 

organisational cultural norms (Glynn & Watkiss, 2012).     

 

In conclusion, the three cases provided me with some interesting insights regarding the 

practice of inclusion. Firstly, it is important to contextualise MD directives to each level in the 

organisation in order for people to be able to make sense of these within their own context 

of work. Secondly, the use of affinity groups in organisations needs to be examined in order 

to ascertain the role of these groups. This, to ensure they do not represent an organisational 

insecurity response, rather than serving as a means to inform inclusive practice.  Thirdly, it is 

important that organisational MD directives operate as sensegiving devices for every level in 

the organisation, and that these in turn provide means by which employees can connect their 

sense of identity to the organisation on their terms. A focus on values and principles rather 

than identity groups could facilitate this. Fourthly, moments of insecurity are powerful in 

facilitating a transformation. This makes it important to ensure that when these occur, skilled 

people are available to provide insight and support. Fifthly, the use of language, labels and 

terminology determines how differences are apprehended and how identity work takes place. 

The use of unexamined colloquialisms depicting outdated or detached etic notions of groups 

of people can adversely impact on employee identity work by creating another form of 
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identity regulation. Lastly, the influence of the insider/outsider dynamic needs to be 

examined for effect on outcomes to ensure that the use of outside consultants does not 

inadvertently contribute to insecurity.  

 

Taking a reflexive turn as a researcher 
 

Following on from my earlier musings, I also realise that although my sensemaking analysis 

lens consists of three what seem to objective components, the framing of what happens after 

noticing, as insecurity; a subjective conceptualisation, seems to inadvertently have provided 

an open door for a more embodied approach to be presented in the narratives. This 

demonstrates why a clear understanding and articulation of the philosophical positioning of 

the research and the researcher is important. It also is an example of what Cunliffe (2010) 

describes as the erosion of the objectivist/subjectivist continuum.  

Further reflections on my engagement as a researcher with the stories also make me realise 

how in practice and during interactions in MD initiatives, the complexities relative to MD are 

much less evident. Although they form the foundation for how to apprehend differences and 

identity and the motivation of the organisation through its directives, in practice these 

delineations are renegotiated through facilitation and the broadening of the conversations. 

This is achieved by providing opportunities for sensemaking about diversity in ways that 

connect to participants and enables them to expand their understandings. However, I also 

realise that this requires a particular set of skills such as deep listening, an ability to reframe 

and facilitate complex conversation. This then makes another case for knowledgeable and 

skilled practitioners to lay the foundations and also equip managers to be able to facilitate 
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ongoing sensemaking processes. These insights take me back to my original motivations for 

engaging in this study, which I articulated as wanting to contribute to the MD literature and 

leave a legacy (see page 1). I believe this thesis will provide the contribution to the literature, 

whereas my continued focus on working with managers and practitioners to enhance their 

capabilities based on this study and my own practical experience can make a meaningful 

contribution to practice. 

 

I now turn to my final chapter, where I will bring all of these learnings together, answer my 

research questions and explore the practice of inclusion. 
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Chapter Nine –Bringing it All Together 
 

Introduction 
 

My previous chapter provided examples and insight into the in-the-moment dynamics 

experienced by participants and facilitators of MD initiatives in Australian organisations.  To 

reiterate, the overall aim of the thesis is to theorise sensemaking as a potential new way for 

practicing MD.  This chapter sets out to consolidate my reflections and insights gained, by 

providing answers to my research questions and to theorise sensemaking as a foundation for 

practicing inclusion. Thereby making an important contribution to the MD literature about 

how MD in organisations can be done differently and potentially transform current MD 

practice. I set out on this research with the intentions to document and provide insight into 

how a focus on sensemaking can take centre stage in designing and facilitating diversity 

initiatives and training, by exploring the CWP approach as the example.  Chapter Four, the 

explications about the adaptations of the approach to the contexts of the respective 

organisations contained within Chapters Five, Six and Seven as well the autoethnographic 

stories contained within Chapter Eight accomplish this. In addition, I also wanted to explore 

how the business case/social justice juxtaposition of MD manifests in practice.  Similarly, how 

the three prevailing dilemmas discussed in the MD literature of sameness/difference, 

individual/group and change catalyst/status quo are negotiated in practice. This enabled the 

actual impact of these complexities as discussed in the MD literature to be examined from a 

practice perspective, which provides an important perspective to the discussions in the MD 

literature. Lastly, the stories of the three cases and the participant stories provide evocative 
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micro examples of what happens when people in organisations engage in MD initiatives, thus 

an additional contribution to the to the MD body of literature is provided.   

I will begin by consolidating the insights I received from engaging in Step 1 Re-engagement, 

and Step 2 Analysis. As such, I consolidate my thoughts and insights about CWP as a principles-

based approach that provided the foundation for the initiatives undertaken in each of the 

consultancy cases presented. From here I provide answers to my specific research questions, 

before engaging in Step 3 Disruptive Reflexive Engagement (DRE) as outlined on pages 76 and 

80 respectively. This final step in my research process will enable me to theorise how 

sensemaking can underpin practicing inclusion, and through this make a significant 

contribution to the MD literature. Following from this discussion, I will make 

recommendations for researchers and practitioners and conclude by outlining the limitations 

of this research and reiterate the importance my contributions make to MD practice.   

 

Culturewise Practice as a principles-based approach to Inclusion and Diversity 
 

Undertaking this study and reflexively re-engaging with the project materials and the 

encounters with people in organisations as discussed in the thesis has provided me with 

further insights about the make-up of the CWP approach.  In Chapter Four, I provided an in-

depth explication of its underpinnings identified as the premise, assumptions, objectives, and, 

processes and practices (see pages 89 to 96). However, I had not provided a definition.  I am 

now able to articulate this concisely as: 

Culturewise Practice® is a principles-based framework and a method that engages 

people to consider the in-the-moment dynamics that are created by diversity, expand 



Chapter Nine – Bringing it All Together 

206 
   

their ability to interact effectively with people from diverse backgrounds and facilitates 

individuals and organisations to transform their practices to be responsive and 

inclusive.   

For practice purposes, I condense this definition further to: 

Culturewise Practice® enables individuals and organisations to consider and negotiate 

the dynamics created by diversity to achieve responsive and inclusive practices. 

I realise that this definition leaves a lot of scope related to how one considers and negotiates 

these dynamics and thus achieves responsive and inclusive practices. This is deliberate, as the 

stories of the cases bear out that it is important to adapt and tailor the ‘how’ (considerations 

and steps) to the context, people and MD directives of the organisation. Thus, CWP caters for 

a diversity of organisations as well as a diversity of practices to address the diversity in 

organisations. I identify this as another potential dilemma in the MD literature, as, in the 

literature, organisations are often also apprehended as etic and static. This then is an 

important consideration as organisations as entities are also increasingly diverse. 

Approaching MD through the application of a few so called ‘best practice’ models, which are 

largely based on etic and static identity group notions then becomes a contradiction in terms.   

The example cases provided in Chapters Five, Six and Seven, demonstrate how each 

organisation made sense of CWP within their context. They then adopted processes and 

practices that aligned with the values and understandings of the organisation as expressed in 

their MD directives. However, the examples also demonstrate that as the clients (the 

individuals I interacted with as organisational representatives) developed understandings 

about the CWP approach this influenced how they then understood and acted upon MD 

directives as individuals. This was particularly apparent in the Government and Sport Cases. I 
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will discuss this in more depth when answering my first research question. In addition, this 

identifies an important consideration for practice, and I will explore this further when I 

theorise sensemaking as the foundation for practicing inclusion and make recommendations 

for practice. 

I will now turn to a discussion where I answer my research questions. 

 

Answering the research questions  
 

Research Question One 
 

My first research question and considerations were articulated as:  

1. How are the complexities in the MD literature enacted in MD approaches in Australia 

as represented by the three cases?  

a. What motivates the organisations and how does this shape their practice 

paradigm and MD directives? 

b. How are differences and identity (etic/emic) apprehended and positioned 

within these directives?  

c. Why it is important to understand the rationale behind an organisation’s 

positioning of its MD initiatives and what are potential implications on MD 

research and practice? 

To begin to answer these question, I believe it is important to briefly re-introduce the business 

case/social justice dichotomy and the three dilemmas as sameness/difference, 

individual/group and change catalyst/status quo as identified in the MD literature and 
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previously outlined on pages 24-29 as these complexities are at the core of this question.  In 

addition, I also need to re-introduce the three practice paradigms to provide further context. 

I defined these as 1. Compliance - tackling discrimination as the source of exclusion through 

the adherence to legislation. 2. Leveraging - a means to access hereto untapped sources of 

clients and customers, innovation and different ways of thinking and doing.  3. Inclusion - an 

ongoing process of organisational learning to overcome exclusion . From here I can begin to 

provide answers to the above questions which are primarily contained within the 

chronological stories of the cases as presented in chapters Four, Five and Six. In these chapters 

I provide insights into the motivations of the three organisations to engage in MD, insights 

into the focus of their aims to either achieve sameness or acknowledge difference, their 

apprehensions of identity as individual or etic or emic groups, as well as what change, through 

their respective practice paradigms they aimed to achieve.   

In all three organisations, the motivations for engaging with MD revolved largely around 

developing appropriate responses to demographic changes, which is congruent with the MD 

literature. However, that is where the similarities in the three cases end.  

To recap, for the Government organisation (Chapter Four) I propose that the motivation 

revolved primarily around a social justice perspective as expressed through their four 

Strategic Directives (see pages 98 and 99)   I also identified the practice paradigm as leveraging 

with an emerging perspective of inclusion. This is supported by the government story that it 

recognises the benefits of difference and thus seeks to adapt to and respond to the diverse 

needs of the community, thus celebrating as well as leveraging this diversity for economic 

purposes. However, identity is largely apprehended from an etic group perspective. 
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In the Health Story (Chapter Five) the organisation’s motivation was based on a business case 

consideration, with an emerging understanding of social justice as directed through external 

policy frameworks. This was expressed by the organisation through a need to be responsive 

to the needs of staff to be able to comply with policy frameworks that governed the sector, 

as well as provide a culturally responsive service. As such, I identify their practice paradigm 

as revolving around compliance, as a focus on compliance to external policy frameworks by 

staff was the overriding goal. Their strategy to achieve this was focused on equipping staff 

and volunteers to be able to communicate the various organisational service options into 

culturally diverse communities. Examining practice frameworks and service delivery to 

identify exclusionary practices had not been considered, if they had, this would have put them 

on a path towards the inclusion paradigm. As such, the story demonstrates that the 

organisation’s focus was on achieving sameness, expecting diverse groups of people to 

understand and adhere to the organisation’s existing practice frameworks. In addition, the 

groups targeted by the organisation were apprehended from an etic group identity notion.  

In the Sport Story (Chapter Six) the organisation’s motivation was based on clear business 

case considerations which revolved largely around engaging diverse groups of people to 

maintain market share and the sport’s profile over the longer term in an increasingly 

competitive environment. Here it is clear that the organisation’s focus is on sameness and 

difference, as it aims to attract different groups of people to play their sport, yet they are 

conscious that there are adaptations required of the sport in order to entice groups to 

participate. As such, their practice paradigm revolves around leveraging and inclusion, where 

the story also demonstrates an identity focus based on etic groups at first. However, this 

evolves into emic considerations when specific approaches to include girls and women from 

Indigenous and culturally diverse backgrounds are considered. 
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Having answered items a and b of this research question and provided insight into the 

rationale and positioning of the MD initiative by the three organisations, I can now move on 

to item c, which enables me to explore why it is important to clarify the rationale behind the 

organisation’s choices for practicing MD and articulate and identify implications for MD 

research and practice.  

It is clear that each organisation based their choices on how to begin to address issues of 

diversity in their organisations from a perspective that was driven by a particular motivation 

that related not only to their understandings of diversity but also by an immediate need. The 

Government organisation was required to implement government directives, whereas the 

Health organisations was required to comply with external policy directives and the Sport 

organisation was under threat of losing market share and its dominant standing amongst the 

major sports codes. This shows that the reasons why organisations engage in MD initiatives 

are diverse and may not necessarily fit neatly into a business case/social justice dichotomy as 

outlined in the MD literature. Rather, I think it is important to acknowledge the diversity of 

motivations that drives organisations to engage in such initiatives and to respect that their 

choices are valid for them, within their context.  It further shows that an objective analysis in 

order to categorise organisation’s diversity initiatives into neat little paradigm boxes that 

require adherence to an overarching aim or stance delineated by the MD literature, is also 

problematic. In doing so we may actually lose sight of the development potentials for a social 

justice perspective emerging from a predominant business case approach. This is apparent in 

the Sport case, where a focus on inclusion became the predominant driver to achieve business 

case objectives.  
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Based on these musings, I propose that the questions posed by Holvino and Kamp38 (2009) 

are limiting in their binary nature in a similar way as the MD dichotomy and the three 

dilemmas. Firstly, the latter are representations based on observations and conclusions 

drawn from research, however, as is demonstrated by the three cases, in practice this is not 

so clear cut, and approaches are largely driven by the need to respond to external drivers 

such as the influence of changing demographics, societal changes and market conditions. 

Secondly, the MD literature positions these complexities largely as either/or perspectives, 

when clearly in practice they are much more fluid. This is demonstrated by the health case, 

where, although there was a strong focus on creating sameness of staff and volunteers to be 

able to provide services to culturally diverse groups, because of the nature of their services, 

meaningful interaction with individuals and families within these groups was also a 

paramount objective.  

Throughout writing this section, and considering Holvino and Kamp’s (2009) questions, the 

Australian Old El Paso commercial keeps popping into my head, where the debate around the 

table revolves around hard or soft taco shells, where a little girl pipes up and declares ‘por 

qué no los dos’ (why not both)?  Why is it that we feel the need to categorise and essentially 

limit the discussions around diversity to these narrow apprehensions? Does this not seem to 

fly into the face of respecting diversity? 

This is in line with my earlier discussion around intersectionality (see page 47), where I make 

a similar case. However, I think it continues to be important to make these distinctions in 

research. This to be able to more clearly understand and articulate the various ways in which 

                                                           
38 Is MD’s aim to create sameness or enable meaningful interaction regardless of difference? Should there be a 
focus on individual or group differences? Can MD as practice actually achieve equality and inclusion? 
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MD is apprehended. However, we cannot allow these apprehensions to limit the ways in 

which we allow ourselves to discuss, think or practice MD. To begin to overcome this, when 

we do research and when we write about this research, it is important to explicate and 

articulate the rationale behind our choices when making distinctions. This then also enables 

the removal of the implicit ‘good/bad’ tensions (Holliday, 2011; Ybema et al., 2009) that are 

inherent in binary positioning.  

 

I now want to move on to my next insight I received from engaging in the three cases as it 

relates to the capabilities of the people who are tasked with implementing MD directives. In 

the chronological stories I began by describing the design considerations for the training in 

each of the cases. By doing this first, I provided insight into how the people representing the 

clients (Pat in the government case, the client team in the health case, and Max in the sport 

case) apprehended and influenced the design of the training in each organisation. In addition, 

I also provide insight into how the CWP approach and my involvement then influenced their 

re-interpretations of the organisational directives, and the subsequent directions taken in 

positioning the training. This is important, as they, as the client representatives were the 

people tasked with interpreting the broader directives on behalf of the organisation and 

design organisational initiatives. Through this, it is they who, to a large extent, frame the MD 

agenda in terms of what is perceived as important and possible in the organisation in terms 

of change. As such, they are the ones that set the tone for how diversity directives are 

understood or apprehended by employees. This was particularly apparent when Pat in the 

Government story directed us to focus our training on ‘being with difference’, rather than 

focusing only on the directives and etic group notions outlined in Government directives.  In 
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the case of the Sport story, the change in direction is demonstrated by flipping the order of 

their Resource Guide to firstly focus on inclusion as aligned with the values of the 

organisation. This provides another example of a shift in attention from group differences 

towards recognising dynamics of inclusion.  

These two examples demonstrate why people in organisations tasked with heading up MD 

need to be knowledgeable and skilled and able to understand their role as sensegivers. They 

are the initial enablers of how people in organisations make sense of MD directives, how 

differences, sameness and identity is apprehended.  It becomes clear it is incredibly important 

that the people who head up MD in organisations, increasingly referred to as diversity 

practitioners, have a deep understanding of the conceptual complexities of MD. It is apparent 

in all three stories, that although the initial framing of MD initiatives is important and is driven 

by the organisational motivation, what happens in practice is largely left to be decided by the 

people who have been tasked with the responsibility. In turn, this influences how an 

organisation achieves its MD objectives, but also how it frames its objectives in the first place.  

 

This then also calls for much better connections between MD researchers and practitioners 

to ensure practice is based on research, but also that research reflects the nuances of practice. 

In this way professional and ongoing development of practitioners and researchers can go 

hand in hand with research exploring the diversities of practice, rather than the practices of 

diversity in the context of dominant discussions in the MD literature.  

 

The need for skilled practitioners is highlighted by Groutsis et al (2016), in their recent study 

of Australian diversity and inclusion practices. They identified several issues that require 

attention regarding the skills, knowledge and experience base of both Australian diversity 
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practitioners as well as Australian managers. Groutsis et al (2016, p. 13) identified an 

incongruence between the perceptions of being skilled in MD between diversity practitioners 

and managers. Diversity practitioners did not perceive managers as skilled in practicing MD 

(Groutsis et al., 2016, p. 13). Managers on the other hand perceived themselves as more 

skilled than what the diversity practitioners indicated in the study. This is on one hand 

supported by a study of 32 managers conducted by O’Leary and Sandberg (2017) who suggest 

that in Australia, based on their sample, managers are quite skilled39.  Whereas an earlier 

study by Davis, Frolova and Callahan (2016), based on a survey of 650 Australian managers, 

suggests that manager engagement with MD is not well understood and is tentative at best. 

This suggests misapprehensions of skills between both managers and diversity practitioners 

which could adversely impact on the organisation-wide capacity to respond to diversity.  In 

addition, worryingly, Groutsis et al. (2016, p. 14) suggest that approximately 60% of diversity 

practitioners have less than two years’ experience in the field, with a further 26% indicating 

less than five years. This indicates a lacuna of knowledge and insights by the people who are 

tasked with furthering MD objective within an organisation, which needs to be acknowledged 

and addressed if MD objectives are ever going to be achieved.  

 

This then provides an explanation as to why I was engaged (alongside my colleagues) in each 

of the cases as external consultants, to provide the specialised required skills and knowledge 

to design initiatives to increase organisational MD capability.   However, this also points to 

the challenges inherent in progressing organisational MD paradigms from compliance to 

inclusion. This is work that requires deep understandings of complex issues, and I believe it 

                                                           
39 Relative to their understandings of MD in relation to recruitment and job design and interacting with 
employees and developing careers. 
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begins with being able to make a distinction between the work that revolves around diversity 

and the work that revolves around inclusion. The work revolving around diversity relates to 

increasing and monitoring representation. Whereas inclusion work relates to understanding 

and fostering dynamics that are created when people from diverse backgrounds and 

perspectives are working together (Ferdman & Deane, 2014). I will explore this in more detail 

as I answer my second research question. 

 

In both the Government and Sport cases the client representatives demonstrated solid 

understandings about MD as well as their own limitations in terms of capacity to be able to 

develop and roll out the respective initiatives in each organisation. This is initially why my 

colleagues and I were brought on board but became even more apparent during our initial 

conversations.  Our involvement and the shift of focus offered by the CWP approach provided 

both the Government and Sport organisations with the opportunity to move away from a 

focus on etic group notions towards a focus on the dynamics created by diversity. The 

influence of the CWP approach in the Health story was different as there we were constrained 

by the select tendering process. This had required us to outline a training program focused 

specifically on engaging more effectively with distinct groups.  However, CWP and the post- 

training availability of the online Community Information and Training Portal (CITP) enabled 

a shift from information about different groups during the workshops to a focus on 

communication techniques.  

An additional clue as to why the government and the health cases seemed to be more 

responsive to different approaches seems to be contained in the identities of the clients. Pat 

was a woman in her late forties, with a strong organisational development background and 

international experiences. Max, a young man in his late twenties, from a Middle Eastern 
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migrant background, with a strong community development and sport background, and the 

health client team who presented at the time as group of four white Anglo-Saxon-background 

individuals (three women and one man). This is merely an observation, and I am only inferring 

that ‘lived experience’ or a broader world view may also bear influence on one’s ability to 

understand the complexities within MD. I will discuss this further elsewhere. 

 

Conclusion 

The discussions above show how the complexities outlined in the MD literature are enacted 

in the three cases in different ways. It shows how choices with regards to these complexities 

are determined by the motivations of the organisations as well as the knowledge and skills 

bases of the people tasked with developing and implementing initiatives. These 

organisational motivations result largely from demographic and social changes that create 

business case as well as social justice case drivers that are then linked to the overall objectives 

and strategic directions of an organisation. This is an important finding, as it suggests that in 

the context of practice, any approaches are potentially capable of achieving results that are 

meaningful to the organisation. However, how meaningful these results are to people who 

seek to be included is an entirely different matter.  

Secondly, the choices made by organisations with regards to their MD practices do not fit 

neatly within the complexities that dominate the MD literature. Rather, using etic identity 

group notions, for example, as objective categories may inadvertently limit insights into the 

potential for MD practice. In a similar vein, the binary positions taken within the literature 

potentially limit discussions and inadvertently creates resistance to the inclusion of hereto 

marginalised groups.  
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Thirdly, it has been shown that meaning surrounding the complexities as outlined in the MD 

literature is instilled by the people that design and drive organisational MD initiatives in the 

organisation. This implies that knowledgeable and skilled practitioners are key in driving MD 

change in organisations and that the use of outside consultants can actually provide a 

meaningful contribution of required knowledge and skills. 

Lastly, much better connection between researchers and practitioners will benefit both 

research and practice. Where knowledge and skill levels of practitioners can be improved, and 

researchers can explore the diversities of practice rather than the practices of diversity as 

represented by the dominant discussions in the literature. 

 

I will now turn to my second research question. 

 

Research Question Two  
 

My second research question and considerations were articulated as:  

2. What does a focus on sensemaking reveal about participants in organisational MD 

initiatives as demonstrated by the three cases? 

a. How do participants make sense of MD directives and how does it shape their 

actions? 

b. Do participants see themselves as actors and enablers for change, and if so, 

how do they enact this role? 

c. How can micro moments of sensemaking influence macro organisational 

environments? 
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Following on from answering my first research question, and by reflecting further on the 

various stories of the experiences of the people in the three cases, as outlined in Chapter 

Eight, it is clear that organisational directives regarding MD are not going to be uniformly 

understood nor operationalised by people in organisations. Rather, people will connect with 

these in ways that matter most to them. Which suggests to me that organisations need to 

create a number of different means by which people can connect to and articulate the 

underlying values that are embedded in MD directives and then be able to apply these within 

the context of their own work. However, before this can take place MD needs to be a visible 

aspect of the overall business strategies and goals and have accountabilities throughout the 

organisation (Cox, 1993). This is where another conundrum lies, as MD directives in Australian 

organisations, according to Groutsis et al (2016p. 17), are often not built into business 

strategies and goals or form part of broader business and managerial performance criteria. 

From a sensemaking perspective, this means that managers whose personal performance 

criteria are tied specifically to business goals have no way of making sense of and connecting 

MD directives to things that matter to them and relate to achieving Key Performance 

Indicators (KPI).   

To discuss this from the perspective of my sensemaking lens, the organisation does not create 

meaningful triggers for managers to be able to connect to MD in a relevant way. In turn, there 

is little incentive to look at MD as a source for creativity, as there is no importance attached 

to it, and is positioned as just another thing to do (Bissett, 2004; Bouten-Pinto, 2016; Davis et 

al., 2016). Also, because MD directives are often understood from a compliance with 

legislation perspective (Ghorashi & Sabelis, 2013), it can be construed that the only incentives 

provided to managers are based on overcoming problems and avoiding perceived 

organisational (i.e. discrimination, harassment, bullying) issues that are often attributed to or 
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experienced by people who are identified as members of legislated diversity groups.  Thus, it 

can be said that MD directives create insecurity in managers who subsequently respond 

through confusion or fear and normalise this within their known context. This then also 

explains why, for example, cultural competence training in service delivery, is seen as 

required by frontline workers only (Bean, 2006) as performance criteria are based on ensuring 

effective interactions with people. Frontline workers complain that managers don’t support 

efforts of adaptation of practice, which if an organisation is responsive to diversity, is a key 

requirement.  

In each of the cases, the predominant focus was on employees who engaged directly with the 

identified target groups. The only exception was the Health case who identified one specific 

workshop for managers. However, this workshop revolved around an audit process and only 

briefly touched on managing organisational dynamics created by diversity. In the Government 

and Sport cases, managers were encouraged to attend; however, uptake was minimal. I 

believe this is due to the incongruence between manager’s understanding of their role in MD, 

and that of frontline workers.  

This then highlights how important it is that all people in organisations need to be able to 

connect to and be able to make sense of how diversity relates to their own work. This is much 

easier when dynamics are considered, rather than static notions of identity groups, as people 

could make sense of the influence of difference when it matters in interactions. However, this 

requires organisations to clearly articulate broad principles, such as fairness, dignity and 

agency, and provide specific directions related to how this could be embodied in practice. This 

in turn could enable people to make sense of and take actions in the moment with the people 

involved, that focus on creating new ways of acting and being with each other. This then 



Chapter Nine – Bringing it All Together 

220 
   

would enable a shift away from perceived problems and risks introduced by groups of people 

who are ‘strange’ to a focus on the gifts of capability, insight and contributions embedded in 

difference (Ybema et al., 2009). The earlier examples provided in the Sport case, where the 

focus on inclusion enabled different States to work in alignment with their context and needs, 

rather than identity groups only provide further insights. Also, messages about how the 

inclusion of girls and women, or building alliances with communities could help revive 

struggling clubs were used extensively. 

This then leads me to ponder to what extent organisations actually understand or are able to 

articulate a philosophical stance that underpins why they embark on MD. Groutsis et al (2016, 

p. 11) provide some insight with their finding that diversity practitioners identify that, in 

Australia, less than half of board and senior management support MD.  This, I believe lies at 

the heart of the Business case/Social Justice juxtaposition. Although the messages are clear 

regarding business benefits (Bourke & Dillon, 2018; Deloitte, 2013), MD in practice is still 

construed largely as increasing representation through recruitment and retention and risk 

mitigation through compliance with legislation perspective, rather than an opportunity for 

innovation and risk taking (Cabrales, 2008).  

As such, this also has wider implications for how employees make sense of MD directives as 

incongruence between a diversity directive which talks about inclusion, opportunity and 

enabling contribution, yet in practice largely focusses on representation and solving problems 

associated with groups of people, thus creates insecurity, confusion and fear.  This then 

inadvertently maintains perceptions of people who represent diversity groups as being the 

problem (Taksa & Groutsis, 2010). In turn, this may also result in furthering the resistance by 

those who perceive diversity as a threat (Nakra, 2003, p. 12). However, more importantly, 



Chapter Nine – Bringing it All Together 

221 
   

these mixed messages create insecurity, confusion and fear in people who are representative 

of diverse groups. This then bears influences on their sense of identity and sense of belonging 

in an organisation, which then inadvertently works against the MD objectives that were 

developed in the first place. I propose that this provides insight into issues surrounding the 

retention of people from diverse groups, and I therefore identify this as another area that 

would benefit from further research.   

 

Practitioner Learnings 

The participant stories outlined in Chapter Eight provides ample examples and explorations 

of participant sensemaking that support the above assertion. Therefore, I now want to turn 

to the practitioner sensemaking and expand on the points related to practitioners I outlined 

earlier which focus on practitioner capabilities and lived experience.  

First, I will pick up on the salient point made by Weick (1995) who posits that sensemaking 

builds on extracted cues derived from sensing and perceiving based on what we already know 

and as shaping what we think, do and say.  This suggests that lived experience is an important 

framework from which we derive our cues about understanding encounters. Groutsis et al.’s 

(2016) findings on the practice of diversity in Australia enabled me to connect many of my 

observations and insights, on the benefits I gained from my years of lived and professional 

experience on my practice. This leads me back to the lack of professional experience in terms 

of time of the current cohort of diversity practitioners in Australia as identified by Groutsis et 

al. (2016).  
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However, there is another consideration. By and large the experience base of Australian 

diversity practitioners in organisations has been established as revolving around the need to 

increase (gender) representation, through recruitment and retention efforts, and positioning 

organisations as an employer of choice (Groutsis et al., 2016, p. 6). It is no wonder that there 

is a gap in knowledge and understandings about the dynamics that diversity creates in 

organisations. My earlier points raised about the emergence of intersectionality as a strategy 

to address other diversity dimensions has now provided me with an even greater feeling of 

apprehension as working at the various intersections may dilute efforts and take 

organisations further away from being able to address diversity from a holistic organisational 

perspective.  Where MD directives point the way, it is the diversity practitioner who is tasked 

with creating the sensegiving devices that enable sensemaking about diversity and inclusion 

in an organisation to take place.  This then requires diversity practitioners to be able to 

articulate and communicate MD directives in ways that are relevant throughout the different 

areas in the organisation and the various interactions that occur. This then becomes even 

more difficult to do if MD is largely located in and apprehended from an HR perspective 

(Ghorashi & Sabelis, 2013) and not contextualised throughout the organisational structure to 

mobilise sensemaking from a variety of different perspectives, such as communication, 

strategy and business development (Holck, 2017).  This then would enable people from 

diverse backgrounds to make contributions from their areas of strength that may or may not 

be related to their group affiliations. 

Thus, in answering my second research question, placing a sensemaking lens on MD reveals 

a way forward for organisations, participants and practitioners, and a moving away from 

revolving around static identity notions. As sensemaking builds on existing knowledge and 

frameworks, it can be positioned as a developmental process (Weick & Quinn, 1999). Thus, 



Chapter Nine – Bringing it All Together 

223 
   

based on a solid, inclusive philosophical foundation, an organisation can frame MD as a 

developmental process for organisation wide practices and processes for inclusion. This 

provides an opportunity for a bespoke organisational approach about learning how to be 

inclusive and responsive to diversity to emerge. In turn, inclusive approaches to identity and 

identity work can begin to take hold. In addition, it expands on the role of a diversity 

practitioner from sensegiving to also focus on supporting and facilitating these dynamic 

organisational MD learning processes. This will then also potentially tap into their wider 

experience bases available, as identified by Groutis et al (2016) and broaden their experiences 

and skills to facilitate inclusion processes.    

This then leads me to my final consideration within this research question; how can micro 

moments of sensemaking influence macro organisational environments? 

I have shown in each of the stories of the three cases that the influence of the CWP approach 

on the design of the initiatives and the experiences with the participants and clients provide 

insight into how micro moments of sensemaking influence macro organisational 

environments. There were salient moments that provide illustrations, for example the Sport 

story about the use of the word female, as well as the stories of Winnie and Matt in the 

Government case. This leads me back to my earlier point of how ‘organisations’ are largely 

apprehended as etic and static in the MD literature.  This is incongruent with my 

understandings gained and I now see organisations as collectives of individuals and groups of 

people who influence each other’s understandings and sensemaking. They do this through 

every day in the moment micro interactions that largely revolve around taken for granted 

assumptions about how to be in an organisation as outlined through organisational 

discourses. This, together with the examples provided throughout the thesis, such as the 
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stories of Pat and Max as organisational representatives interpreting MD directives, and the 

stories of Margaret, Beth and Mary as participants making sense of these directives, 

demonstrate the intertwined and recursive nature of micro-macro sensemaking. It also 

demonstrates how this revolves around the five sensemaking themes40 as introduced by 

Brown et al. (2014). Thus, what happens at the meso and macro level within organisations 

can be seen as amalgamations of in-the-moment understandings that gain precedence 

because of their fit within taken for granted assumptions about organisational priorities. It is 

these assumptions that then need to be disrupted in order to create new ways of thinking 

and being. Matt’s story about being excited about the possibility to disrupt the status quo in 

the Government story provides a glimpse of this potential as well as how participants see 

themselves as actors and enablers for change. It is here where a focus on sensemaking in MD 

practice could potentially provide the catalyst for disruption of the taken for granted ways in 

which diversity is apprehended and practiced today, and truly achieve the changes as 

articulated in MD directives. 

Conclusion 

Participants and people in organisations make sense of MD directives in ways that matter 

most to them and an incongruence between MD directives, and organisational actions shapes 

how they take action. Sensemaking of directives within the context of all roles in an 

organisation is easier if these are framed and articulated within broad principles and aligned 

to business strategies. The provision of examples of what that then looks like in everyday 

interactions provides further clarification.  

                                                           
40 1) discourse; 2) power and politics; 3) micro and macro concerns; 4) identity, and; 5) decision-making and 
change. 
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The current predominant framing of MD directives around identity group notions may 

adversely affect the achievement of MD goals. In a similar vein, incongruence between 

diversity directives and actions taken by those leading initiatives creates confusion. This then 

creates the potential for resistance by people who feel threatened by MD change. In addition, 

people who are representatives of diversity groups who are perceived as the only ones 

benefitting from diversity initiatives, may become disillusioned as they are represented but 

not yet included.  

I now turn to my third research question. 

 

Research Question Three 
 

My third research question and considerations were articulated as: 

 

3. How can sensemaking be theorised as a foundation for practicing inclusion? 

a. How does diversity work differ from inclusion work? 

b. What are the implications for current practice based on this distinction?  

c. How can this shift be facilitated and what roles do practitioners and managers 

play? 

Before I can turn to my final research question and identify how organisation can shift from 

MD to practicing inclusion, I turn to my third research question first, by exploring how 

sensemaking as a foundation for practicing inclusion can be theorised. As such, I turn to my 

three considerations first. I begin by turning back to the differentiation I made earlier between 

diversity and inclusion. I referred to diversity as the mix, and to inclusion as making the mix 
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work, which was coined by Tapia (2013). He, and other authors (Ferdman & Deane, 2014; 

Pless & Maak, 2004) propose that the work that happens in these two areas is quite distinct. 

Diversity work revolves largely around an organisation understanding and reflecting the 

demographics of the wider community in its workforce and its customer base. In addition, it 

is about ensuring that its structures and systems support its efforts to become and stay 

representative. As such, traditional HR efforts around workforce planning, job design, 

recruitment and retention to ensure representation of diverse and legislated groups are 

important. These initiatives help overcome the historical and systematic exclusion of diverse 

groups of people in the workplace. However, once these efforts yield results, differences in 

terms of values, beliefs, perspectives and communication styles influence the in-the-moment 

dynamics between people in many ways. Which is often exacerbated by systems and 

structures that do not cater well for diversity. Although it is proposed that diversity yields 

benefit as discussed from a business case perspective (Deloitte, 2012; Strachan et al., 2009), 

it is the resulting dynamics that are often the cause for adverse outcomes, such as turnover, 

workplace discrimination and harassment (Mor Barak, 2000). This is because being 

representative of a diverse group does not automatically translate in being part of 

organisational information, decision-making and wider social networks. This is important, as 

human beings require social connectedness (Lee & Robbins, 1995) and be included and valued 

for their contributions in organisational processes in order to be productive (Ferdman & 

Deane, 2014).  It is here then that efforts for inclusion are located and require to be focused 

on developing shared meaning, shared understanding, connectedness and being included and 

valued in organisational processes. Thus, a focus on inclusion goes well beyond achieving 

representation, and requires organisations to pay attention to how the former can be 

achieved.  
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This then provides an ethical imperative for diversity management based on values, and 

thereby reignites the social justice perspective to be based on, what Ples and Maak (2004, p. 

140) identify as ‘principles of mutual recognition, reciprocal understanding, standpoint 

plurality and mutual enabling, trust, integrity and an intercultural moral point’. As such, 

organisational efforts for inclusion revolve around building individual and organisational 

capabilities to embody these principles and attend to the dynamics of diversity.  

The implications for current practice are then that by making a distinction between diversity 

and inclusion, the aims of what the organisation is trying to achieve by engaging in MD can 

be clarified and sharpened, and in turn research can become more nuanced, and the 

dilemmas of sameness/difference, individual/group can be justified and aligned as part of a 

strategic organisational approach.  For example, in the context of practice, I propose that the 

dilemmas can be easily negotiated through the establishment of clear objectives that 

articulate who the objective is aimed at and what outcomes are to be achieved.  

Through making the distinction between diversity and inclusion, inferences can also be drawn 

about the type of sensemaking work around identity that potentially occurs throughout an 

organisation.  For example, one’s identity surrounding diversity may revolve around being a 

member of a particular group first. whereas, one’s identity surrounding inclusion may revolve 

around being a competent professional first. These inferences can then inform how the work 

(diversity or inclusion) can be framed and how employees can be engaged at every level 

within the organisation.   

Furthermore, the business case versus social justice juxtaposition can be reframed as 

operating on a continuum between the two perspectives where an organisation can achieve 
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balance between achieving business benefits as well as enact its role as a civil actor in the 

communities in which it is located (Prasad & Mills, 2010).   

Based on the above discussion, I therefore define practicing inclusion as  

Enacting the principles of equality and fairness, and the dignity and agency of people 

as human beings through processes and practices that safeguard these principles. 

This can be accomplished by facilitating opportunities for dialogue and negotiation around 

shared and equitable ways of being and becoming, and of being effective and productive in 

organisations.  

This then leads me to consolidate my learnings and turn to my final research questions in 

order to theorise sensemaking as a foundation by which organisations can focus on practicing 

inclusion. 

 

Theorising Sensemaking as a Foundation for Practicing Inclusion 
 

In Chapter Two, I outlined how the process of sensemaking takes place, and through the 

stories outlined in Chapters Five, Six, Seven and Eight, how this in turn contributes to what is 

perceived as possible by people in organisations. To theorise and position sensemaking as a 

foundation for practicing inclusion, I draw on the work by Rutledge (2009). She aligned 

Weick’s (1995; 2005) eight characteristics of sensemaking with the most likely conditions and 

stages for sensemaking in practice and identified how consultants can support and facilitate 

these processes as they occur. She identified two conditions for sensemaking as firstly, to 

most likely to occur in meetings and, secondly, when complexity and uncertainty are high. 
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This aligns with conditions in diverse organisations, as diverse organisations are complex and 

uncertainty is often also high. She identified four stages for facilitating sensemaking as, 1) 

bracketing parts of the complexity to identify what this is about; 2) using words and phrases 

to try out as options to address these bracketed parts; 3) group members coalescing around 

plausible stories that address the bracketed questions, and; 4) the plausible story creates a 

path and moves the group towards action (Rutledge, 2009, p. 20). Rutledge (2009) has framed 

these within the context of meetings, however I believe that in diverse organisations 

additional conditions are present that need to be explored as well and additional approaches 

are therefore also required. 

I have adapted her framework to firstly plot Weick’s (1995; 2005) characteristics of 

sensemaking with the stages and processes of sensemaking and identity work as outlined in 

my analysis lenses and identified the likely conditions for sensemaking that I believe are 

present in a diverse organisation. For a diverse organisation I identified four conditions, 

interactions, communication, context and embodiment. I propose that for these conditions to 

be conducive for inclusion they need to be framed and examined for potential barriers to 

inclusion. I will outline how this can be accomplished later in this section. However, I first 

want to explain the four conditions as I identified above. Firstly, interactions, refers to in-the-

moment interactions between people as well as the interactions that occur as planned 

interactions such as meetings, workshops etc. Secondly, communication, refers to formal and 

informal communication patterns, styles, language and channels present and used in 

organisations. Thirdly, context refers to the varied context in which people find themselves in 

organisations; how these contexts influence how people are included or excluded as well as 

the wider contexts in which organisations are located. For example, in the context of an 

individual, existing organisational norms about flexible work arrangement will create 
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insecurity if this is not perceived as a viable option. Whereas from an organisational 

perspective, not to be seen to be providing flexible work options may inadvertently impact 

on an organisation’s standing in society. Lastly, embodiment, refers to how organisations 

frame the identity(ies) of an employee; as either agentic, following established rules and 

norms or with agency, enabling individual choices. Similarly, on how employee identity work 

takes place, based on notions of insecurity about perceptions of organisational norms 

regarding individual agency. From there, I align these conditions with the CWP Model stages 

as identified in Figure 6. Workshop Picture Culturewise Practice, which I have re-introduced 

below.  

 

Figure 17 - Workshop Picture Culturewise Practice 

 

However, I am now able to frame these more succinctly within a sensemaking and identify 

frame. As such, I identify these as firstly, acknowledging the context in which the interaction 

takes place. The identification of influences on the interaction; and in particular any triggers, 

based on words, thoughts, actions, beliefs and values. These triggers then frame initial 

Culturewise Practice®

2. COMMUNICATE 2. EDUCATE
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Non-negotiable
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3. OUTCOME

Words

Actions
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Actions
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Feelings

Thoughts

Beliefs
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1. WHAT IS THE CONTEXT?

(c) 2009 Sandra Bennett &

Carolina Bouten Pinto
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deliberations as non-negotiable, negotiable or not important. From there, considerations 

surrounding the desired or required outcomes, then initiate a mutual process of 

communication and education. Upon which any agreements can be based. The CWP 

practices, which were initially outlined in Chapter Four (see page 91), as recognizing, 

reflecting and risk taking, have now been identified as steps in a wider conceptualisation of 

practices to include self-regulation and communication. The practices for self-regulation, are 

identified as the CWP steps of Stop, Reflect, Re-engage, Evaluate (see page 106) and, 

communication as tell me more, ask tell ask and tend to emotions (Back et al., 2005), to further 

demonstrate alignment with sensemaking. By doing so, I identify CWP as an organisational 

sensemaking process and tool, as well as shed light on how it operated as such in the three 

cases. An overview is provided on the next page, in Table 3. Culturewise Practice as a Tool for 

Sensemaking. 
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Table 3 – Culturewise Practice as a Sensemaking Process 

Characteristics of sensemaking 
(Weick, 1995; Weick et al., 
2005) 
 

Conditions for sensemaking in 
diverse organisations 

Processes of Sensemaking CWP Model Stages CWP Model Practices 

• Sensemaking is social and 
based on communication 

• Sensemaking starts with 
noticing (and bracketing) 

• Sensemaking triggers 
instability and insecurity 

• Sensemaking is focused on 
stabilising the stream of 
experiences 

• Sensemaking is 
retrospective by extracting 
cues based on existing 
mental models 

• Sensemaking is prospective 
by enabling curiosity 

• Sensemaking is about 
developing understandings 
that will suit the moment 

• Sensemaking is iterative 
and contributes to new 
ways of being to be 
discovered 

Interactions 
In-the-moment interactions 
between people 
Planned interactions between 
people 
 
Communication  
Patterns 
Styles 
Language 
Channels 
 
Context 
Individual 
Organisational  
Societal 
 
Embodiment 
Cognition 
Emotions 
Performativity 
 

Noticing 
What is happening here 
What is this about 
How is this affecting me and 
my work 
 
Connecting (Insecurity) 
What am I thinking 
What am I feeling 
Confusion 
Fear  
Curiosity 
 
Identity Work 
Who I can be 
Who I can’t be 
How I can be 
How I can’t be 
Organisational Influences 
Identity Regulation 
Self-Regulation 
 
Actioning 
Normalising 
Creating 
 

Condition 
What is the context 
 
Influences 
Words 
Action 
Feelings 
Thoughts 
Beliefs 
Values 
 
deliberations 
Not Negotiable 
Negotiable 
Not important 
 
Considerations 
Communicate/Educate 
Focus on outcomes 
Establishing agreements 
 

Steps 

• Recognising 

• Reflecting 

• Risk Taking 
 
Self-Regulation 

• Stop 

• Reflect 

• Re-engage 

• Evaluate 
 
Communication 

• Attend to emotions 

• Ask tell ask 

• Tell me more 
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Based on engaging in the above process of aligning and making sense of how CWP acted as a 

tool for sensemaking in the three cases, I now want to turn to how diversity practitioners can 

support and facilitate these sensemaking processes to occur by creating a framework for 

practicing inclusion. To articulate organisational considerations, based on a principles 

approach to inclusion, I draw further on the examples provided by Ples and Maak (2004, p. 

137).  By outlining five organisational principles for inclusion as, equality and fairness; dignity 

and agency of people as human beings; dialogue and negotiation; shared and equitable ways 

of being and becoming; and as enabling effectiveness, responsiveness and productivity, I 

provide the required philosophical foundation. This then can be further aligned with business 

objectives, processes and systems to be able to balance a business case and social justice 

imperative.  

From there, I outline five considerations, which I have framed as questions for an organisation 

to consider whilst creating alignment between organisational principles and potential actions. 

Firstly, how does an organisation create a psychologically safe environment for mutual 

respect and recognition? Secondly, how does an organisation enable identity work to revolve 

around agency, mutual respect, recognition and fairness? Thirdly, how does an organisation 

create a culture of dialogue and reflection and fair consideration of diverse perspectives? 

Fourthly, how does an organisation provide equal opportunity and fairness for employees to 

achieve their full potential and achieve a balance between life and work; and, lastly, how is 

the business case and social justice imperative balanced and measured?  

To further outline my framework for practicing inclusion, I again turn to Rutledge’s (2009) 

example. I align the above considerations to the conditions for sensemaking in diverse 

organisations and I identify these as areas to be considered for a focused analysis of existing 
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organisational conditions. This analysis will then be conducted through the lenses of the 

sensemaking process. For example, when focused on the condition of in-the-moment 

interactions, questions can be formulated to identify triggers or potential triggers for 

sensemaking that are present in the organisation. Another example could be around 

formulating questions to identify triggers in the context of communication as well as 

identifying how people connect with existing modes of communication. 

Conducting this analysis then becomes a sensemaking process to clearly identify areas for 

possibilities as well as possible resistance. Four elements for practicing inclusion, which are 

based on CWP and insights gained from this study, are then provided. These elements then 

provide the means by which the results from the sensemaking based analysis can be framed 

into targeted and relevant strategies where inclusion work can have the most impact. Using 

this framework for practicing inclusion then provides guidance on how to analyse 

organisational requirements and design a bespoke organisation wide approach, which is 

relevant to the context of the organisation and its people. In addition, these steps can be 

easily transposed into micro and macro environments as tools to conduct further analysis. 

These then enable an organisation to raise awareness, provide insight and information, 

reflection and areas for dialogue around progressing diversity objectives into everyday 

interactions as well as the wider societal interactions of an organisation. An overview of this 

framework conceptualisation is provided in Table 4. A Framework for Practicing Inclusion, 

below.  
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Research Question Four 
 

These deliberations have provided me with ample insights to be able to now confidently 

provide an answer to my final research question:  

4. How can organisations shift from MD to practicing inclusion? 

Referring back to my discussion about emerging perspectives on MD (see Page 33). As Konrad, 

Prasad and Pringle (2006) propose human rights and the impact of traditional management 

approaches and historical discrimination, power indifferences and oppressive practices on 

historically marginalised groups need to be acknowledged and addressed. By articulating 

Principles for Practicing Inclusion: organisations can develop and articulate their approaches 

in more effective ways by providing the foundations for means to develop understandings 

about how the above issues can be addressed (Ples & Maak, 2004; Bouten-Pinto, 2016; 

Ferdman & Deane, 2014). The different, but related objectives (i.e. representation and a 

sense of belonging) that are underpinning diversity and inclusion can then be clearly 

delineated and aligned with the overall organisational vision and business objectives and 

provide a foundation for being able to balance business and social justice imperatives through 

inclusive practices underpinned by clear principles (Ples & Maak, 2004; Ferdman & Dean, 

2014). From there, organisational considerations can be identified by asking questions related 

to how the articulated principles for inclusion can be realised by everyone within in the 

organisation. This then articulates and clarifies the responsibility for managers versus HR and 

MD practitioners, where the latter focus on diversity and support managers in being able to 

respond to diversity. However, the role of managers is then to facilitate dialogue and 

negotiations with and amongst their employees that revolve around the dynamics when 

diverse people work together (Tapia, 2013), thus enacting principles of inclusion rather than 
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focusing on group membership. As such, managers can focus on facilitating interactions, more 

effective and clear communication, adapt requirements to context, and focus on their own 

embodiment as setting an example (see my earlier discussion on page 221). By then clarifying 

the conditions for sensemaking that are prevalent within the organisation, each condition can 

be explored for applicability, appropriateness and bias, using the making sense of 

organisational conditions analysis foci as an organisational analysis and sensemaking process. 

Once this has been accomplished, the elements for practicing inclusion, which are based on 

the CWP approach, and identified as information, awareness, reflection and risk taking, then 

enable targeted strategies to be crafted under each element and actions and related 

performance criteria for measurement to be established. As such, Table Four. A Framework 

for Practicing inclusion, below, provides a detailed overview of an organisational approach, 

based on sensemaking and the CWP approach, thus outlining how organisations can shift 

from MD to practicing inclusion.
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Table 4 – A Framework for Practicing Inclusion 

 

Principles for Practicing 
Inclusion (Pless & Maak, 2004)  

Organisational Considerations Conditions for sensemaking in 
Diverse Organisations 
(Rutledge, 2009)  
 

Making sense of 
Organisational Conditions (A. 
D. Brown et al., 2014; Maitlis & 
Lawrence, 2007; Weick, 1995) 

Elements for Practicing 
Inclusion 

• Equality and fairness 

• Dignity and agency of 
people as human beings  

• Dialogue and negotiation 

• Shared and equitable ways 
of being and becoming  

• Effective, responsive and 
productive.  

• How does an organisation 
create a psychologically safe 
environment based on 
mutual respect and 
recognition? 

• How does an organisation 
enable identity work around 
agency, mutual respect and 
recognition?  

• How does an organisation 
create a culture of dialogue 
and reflection and fair 
consideration of diverse 
perspectives? 

• How does an organisation 
provide equal opportunity 
and fairness for employees 
to achieve their full 
potential and a balance 
between work and life?  

• How is the business case 
and social justice imperative 
balanced? 

Interactions 
In-the-moment interactions 
between people 
Planned interactions between 
people 
Communication  
Patterns 
Styles 
language 
channels 
Context 
Individual 
Organisational  
Societal 
Embodiment 
Cognition 
Emotions 
Performativity 
 

Focus of analysis: 

• What triggers/potential 
triggers can be identified 
in this organisation? 

• How are people 
connecting? 
o Insecurity 
o Confusion 
o Fear 
o Curiosity 

• What identity 
apprehensions are at 
play? 

• What are responses to 
Diversity? 
o Normalising 
o Creating 

• How do they impact on 
possibilities for inclusion? 

 

Aligning outcomes of analysis 
elements for Practicing 
Inclusion 
 
Awareness 
Strategies for positioning 
triggers as sensemaking 
devices throughout the 
organisation. 
 
Information  
Strategies for providing 
relevant and practicable 
information 
 
Reflection 
Facilitating and developing 
capacity to facilitate and 
engage in reflective practice 
 
Risk Taking 
Creating, implementing and 
measuring change. 
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Recommendations for practice 
 

Undertaking this study and by providing answers to my research questions enables me to turn 

back to my initial research objective which I articulated as:  

• To provide insight into how a focus on sensemaking can potentially transform how 

diversity initiatives and training are designed and facilitated. 

I believe I have accomplished this objective and by doing so, I am now also able to articulate 

recommendations for practice. As such, following are my recommendations for practice and 

use by MD practitioners.  

My first recommendation is that organisations develop their understandings about the 

differences between diversity work and inclusion work and clearly delineate and articulate 

this throughout the organisation.  

My second recommendation is that organisations articulate clear principles for inclusion and 

diversity that align with their strategic organisational business objectives and through this 

provide a balance between business and moral imperatives, and in turn position inclusion as 

a business imperative. 

My third recommendation is that organisations recognise that sensemaking is at the core of 

this work and that acknowledging and using this can be helpful in fostering inclusion and 

diversity in organisations.  

My fourth recommendation is that organisations develop bespoke approaches to both 

diversity and inclusion work that is relevant to their particular contexts. To that end, I believe 

the Practicing Inclusion Framework outlined above, in Table 4, can assist in this process.  
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I will now turn to providing recommendations for further research. 

 

Recommendations for research 
 

As indicated above, engaging in this study has provided me with insights into opportunities 

for further research. However, it has also raised a number of additional areas that would 

benefit from further research. Firstly, the stories identified how incongruence between 

diversity directives and actions can create confusion, insecurity and can lead to inertia or 

potential resistance of MD as an organisational effort. Further research on how this takes 

place is therefore recommended. This would also be an interesting area for further research 

as it could shed light on the influence of organisational culture on diversity organisational 

change.  

Furthermore, I alluded to how etic group apprehensions of people, a focus on compliance 

with legislation and related rhetoric about difference sends mixed messages and 

inadvertently positions these groups as problems to be solved.  Moreover, this influences how 

people who are seen as representatives of these groups then make sense of themselves 

within the context of the organisation and may lead to further feelings of marginalisation 

rather than a sense of belonging in an organisation. This may be an explanation for increased 

turnover related of members of these groups. This is another area that could benefit from 

research. 

Also, in everyday practice, mixed messages will create confusion and may contribute to 

insecurity by many people in the organisation. This in turn may also result in a boldening of 
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resistance by those who perceive diversity as a threat. Thereby providing another interesting 

line for further enquiry and research.  

Additionally, the MD literature, and this study, have identified two prevalent organisational 

MD paradigms in which MD work in Australia takes place. These paradigms are compliance 

and leveraging. It would be interesting to further explore to what extent these paradigms are 

manifestations of organisational insecurity, and to what extent this then influences what is 

perceived as possible in diverse organisations.  

In a similar vein, through my study I identified that in the MD literature organisations are 

apprehended as homogenous and static entities. The extent to how this further contributes 

to the other three dilemmas identified as difference/sameness, individual/group and catalyst 

for change/status quo could be another interesting line of enquiry.  In that same vein, I 

propose further research can be conducted in identifying the diversity of practice, to provide 

for insights and examples of how organisations practice inclusion and diversity, rather than 

trying to identify practices along narrowly defined binary concepts. 

Also, I proposed that it may be easier to make sense of MD directives if they are framed and 

articulated around broad principles and aligned to business strategies. How organisations 

enact this would create an additional area for further research. 

In addition, early on in this study I described the use of Hofstede’s (1991, 2009) dimensions 

as sensemaking devices about the influence of culture on interactions. I positioned these as 

less prone to reinforce static notions of difference, rather than information about the 

foundations for cultural behaviours. I am aware of the critiques levelled at Hofstede’s 

dimension (McSweeney, 2002) and accept that these also have the potential to reinforce 

notions of difference for some. Likewise, I am intrigued by the work of Beugelsdijk and Welzel 
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(2018) who synthesize Hofstede’s dimension with Inglehart’s (1990, 2015, 2018) work on 

values and its potential as another framework for sense-making that focuses on the dynamics 

of culture operating within interactions. It is this that I also identify as a potential line of 

enquiry for further research. 

Lastly, as the notion of identity is at the core of both sensemaking and Inclusion and Diversity 

work, further research that focuses on how people in organisations negotiate their identities 

and how they engage in identity work would also be an important area for research. 

 

Limitations 
 

There are a number of limitations surrounding this study that can be identified. Firstly, the 

study revolved around the experiences of three organisations, their participants and 

consultants within the Australian context. This implies that the findings may not be relevant 

in the context of other cultures and organisations. Secondly, this study provides insights into, 

in this case, the practice of MD in Australian organisations that may or may not be useful to 

other organisations. However, the social constructionist interpretevist worldview upon which 

this study is based facilitates these types of studies to provide depth and perspective, rather 

than notions of truth or replicability.  Also, the autoethnographic and reflexive methodology 

and methods further limit this study which has been discussed in detail in Chapter Three. In 

addition, it is important to recognise that this study is also limited to the representation of 

the subjective interpretations of the researcher. However, this mitigated by the use of 

credible literature, a rigours research methodology and the 29 years of practical experience 

of the researcher.  
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Conclusions and Contributions 
 

Diversity and inclusion are solidly on the agenda in Australian organisations (Bourke & Dillon, 

2018; Deloitte, 2012; Syed & Kramar, 2010). Much headway regarding increasing the 

representation of people who were largely excluded from participating in the workplace due 

to societal and cultural norms and perspectives has been made over the last few years. 

However, organisations appear to struggle to apprehend and manage the dynamics that this 

increased representation brings. It is in this space that this study provides insight on what 

happens to people when organisations embark on MD initiatives.  As such, the thesis provides 

considerations, recommendations and a means for organisations and practitioners to develop 

understandings about, and to address these dynamics through a focus to the MD literature.   

 

In addition, the thesis also contributes to the MD and sensemaking bodies of literature. 

Specifically to the MD and practitioner and participant-based research by providing examples 

and insight into the in-the-moment dynamics experienced by participants and facilitators, 

rather than a predominant focus on managers of MD initiatives in Australian organisations.  

 

A further contribution explores in practice how the business case/social justice dichotomy of 

MD can be overcome.  Similarly, examples and insights into how the three prevailing 

dilemmas discussed in the MD literature of sameness/difference, individual/group and 

change catalyst/status quo are negotiated in practice and can be reframed. Specifically, 

organisational etic identity group delineations, embedded in the organisational MD paradigm 

are problematised. This is important as this framing contributes to confusion, insecurity and 

resistance to MD. Lastly, evocative micro examples of what happens when people make sense 
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of organisational MD paradigms adds new information and a valuable contribution 

highlighting the relational dynamics in organisations to both the MD and sensemaking bodies 

of literature.  

The explication and further exploration of the CWP practitioner approach as a vehicle to for 

sensemaking considerations to underpin the practice of inclusion provides a contribution to 

the MD practice field. 

Lastly, the resulting Framework for Practicing Inclusion, articulated within the thesis provides 

a significant contribution by outlining in detail how organisations can facilitate a shift from 

MD to practicing inclusion.  By demonstrating how this can be based on principles aligned to 

business objectives, organisations can more effectively operate within a solid moral basis. 

This is beneficial for the organisation, its people as well as the communities and wider society 

in which these organisations operate.   

 

Increasingly it is evident that large organisations are taking a stance and begin to show 

leadership as it relates to wider social issues related to equality and inclusion. The referendum 

on marriage equality that took place in Australia late 2017, serves as an example, where many 

large Australian organisations took a public stance in favor of equality. Enabling organisations 

to use sensemaking as an approach to address the dynamics that are created when people 

from diverse backgrounds with diverse perspectives work together will have long lasting 

effects. Firstly, it provides opportunities to people in organisations to increase their 

confidence and capability to engage effectively with people from diverse backgrounds and 

perspectives. In turn, this confidence can spill over to also enable sensemaking about how 

societies can be inclusive and respectful. This is becoming increasingly important as Australian 

and global politics are becoming more and more polarised, and political leadership in this area 
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is waning.  I believe that through organisational practices examples of how sensemaking shifts 

perspectives and lessens insecurity about the unknown ‘other’, can contribute to a much 

more inclusive and respectful society. It is because of this that I am confident for the future.  



Epilogue 

245 
   

Epilogue 
 

Making sense of my own Sensemaking processes  
 

As indicated earlier, the following ‘Understanding Connections’ poem represents my own 

sensemaking process over the course of my studies and it reflects my insecurities, struggles 

and the process of deciding to become an Australian citizen. I used the ATR framework, 

referenced in my introductory chapter and explored further in Appendix A, to help me frame 

my thoughts and deliberations, and I will be ever grateful to have been introduced to this. It 

enabled me to articulate the struggles inherent in a complex process where loyalties are 

examined, feelings abound, and decisions also require rational thought. 

 

Understanding Connections 
 

Connection to Country 

Being of and in; my mother country, Netherlands. 
The light; green sparkles; muted blues, hues of grey, gold and warm 
The sight; streets, tended front gardens, trees abound; bicycles and cars; my people 
The scent; musty brown, grassy green, a tinge of industry, coffee, fresh bread 
The touch; crisp, wet, heat, cold, warm hugs and laughter 
The sense; connection, belonging, energised, sorrow, separation, tears, every time I 
leave 
The taste: chocolate, fresh bread, coffee, fries with mayonnaise. 
I am in, and of. 
 
Being of and in, my other mother country, Canada,  
The light: Blue sparkles, crisp blues, greens, browns, hues of a silvery bright sun 
The sight: vastness, big sky country, streets with snow and ice, endless forests, 
mystery abounds 
The scent: evergreens, frostiness, cold nose, pumpkin pie, dried out sinuses 
The touch: vastness, windy, bone-chilling cold, warm fires, finding the warm spots in 
an icy lake 
The sense: possibility, respect, warm connections, being included, working hard, 
finding my purpose 
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The taste: turkey, ham, pumpkin pie, hot chocolate, carrot cake, baby puke. 
I am in and of. 
 
Being in, becoming of; my new country, Australia 
The light: warm orange, golden sun, red dawn, black shadows, muted and silvery 
greens 
The sight: blue waters, green mangroves, dusty roads, endless vistas, an ancient land 
The scent: the sea, the land, eucalyptus, petrol fumes from racing cars, sweaty 
summer pongs 
The touch: dry heat, humidity, sweaty nights, cool water down your throat; a crispy 
nose in Melbourne 
The sense: becoming, allowing, learning, resisting, making a conscious choice; from 
the head, the heart may follow….is following 
The taste: bittersweet, pav, mango, delicious fruit and veg, vegemite on toast with 
soft boiled egg…who would have thought. 
I am in and of. 
 
Identity 
Being: woman, daughter, mother, auntie, grandmother, future ancestor. 
Becoming: writing, thinking, sharing, learning, supporting, gleaming wisdom, 
becoming wiser.  Understanding where I fit, where I belong, a synergiser. 
Being me; strong, independent, capable; resilient and vulnerable; all at once, at times. 
Respecting, sharing, collaborating, finding joy in little things; a challenger of 
paradigms. 
Sharing me: acknowledging my potential, leading from conviction, claiming my little 
bit of space. Being me in all my glory, exploring yet unknown potentials, understanding 
and revealing my true face. 
 
Governance  
So much more than a system of rule; a responsibility. 
Focus on action – Focus on conduct – Focus on family, community, on country, on law. 
Ego in check whilst weighing the interests; understanding the reverential call; of 
maintaining a balance to benefit all. 
A way in which to serve and a great opportunity, that starts with oneself and thrives 
in community. 
A system of stewardship for people on earth; based on respect and diplomacy, 
balanced by authority; accountability, nurtured through wisdom and congeniality.  
 
Elders  
Becoming an elder, more than being older, being who I am for others and myself. 
Seeing aging as incidental, an accomplishment, not as ending up on the shelf. 
Being confident, leaving a legacy, enjoying in-the-moment. Showing my true face 
Embodying wisdom and authority; being the example, contributing to a vision and 
holding the space.  
Acknowledging my limits and accepting my insights as landmarks in ever moving 
moments of time. 
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Family and Community 
The containers of our sense of belonging. 
The spaces where we be, become, learn, grow, teach and come full circle. 
Where we are held by others, so we can connect to who we are, learn from the past, 
explore our present and visualise our future. 
The space where the physical meets the mythical, the spiritual; my 
country…connection to country…understanding my connections. 
 

-----∞----- 
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Appendix A – Aboriginal Terms of Reference 
 

I want to expand my earlier introduction to Aboriginal Terms of Reference (ATR). In brief, 

Aunty Lilla defines Australian Aboriginal Terms of Reference (ATR) as revolving around the 

following five key concepts or understandings: 1) Connection to Country as custodial ethic of 

Land as moral entity; 2) Identity based on locality and humans as the locus of relationship 

where relational ethics operate as the organising principle; 3) Governance and Elders as an 

inclusive, non-hierarchical system based on the premise that all things are valid and 

reasonable. Where instruments of ethics, based on gender balance and equality between 

genders, drive decision-making and where Elders’ operate as authority which evolves from 

knowledge, not just age; 4) Family, defined in the broadest possible sense, where the primacy 

of family, especially children and youth are the key principle. Where all have an obligation 

towards children and where systems and environments support family obligations and 

responsibilities, and; 5) Community relationships as focused on the establishment and 

maintenance of harmonious relationships between diverse people based on the observance 

of diplomatic protocols, supported by observational abilities and allowing time and 

participation in congenial fellowship to foster meaning and understanding (Watson & 

Graham, 2016, p. 4-6). 

I have translated this into my own understandings and an articulation of personal ethics 

where Connection to Country revolves around non-Aboriginal concepts of taking Care of your 

physical, emotional and spiritual environment. That your identity evolves from your ability to 

respect people, your ethical conduct and taking personal responsibility for your thoughts, 

feelings, perspectives and actions. That governance relates to governing yourself in relation 

to others through deep listening and acknowledging people’s perspectives as valid. That by 
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demonstrating personal leadership and seeking and acknowledging wisdom relates to 

becoming an Elder and that fostering a family centric environment for everyone and 

establishing and nurturing respectful and meaningful long-term relationships is at the core of 

being human.  
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Appendix B – Ethical Clearance 
 

Electronic Communication: 
 
 
GRIFFITH UNIVERSITY HUMAN RESEARCH ETHICS COMMITTEE 
 
                                                              28-Apr-2012 
 
 
Dear Prof Liz 
 
I write further to the additional information provided in relation to the provisional approval granted to your 
application for ethical clearance for your project "NR: Culturewise Practice: from managing diversity to diversity 
praxis.41" (GU Ref No: GSM/01/11/HREC). 
 
The additional information was considered by Office for Research. 
 
This is to confirm that this response has addressed the comments and concerns of the HREC. 
 
 
Consequently, you are authorised to immediately commence this research on this basis. 
 
The standard conditions of approval attached to our previous correspondence about this protocol continue to 
apply. 
 
Regards 
 
 
Chris Rose'Meyer 
Policy Officer, Research Ethics and Governance 
Office for Research 
G39 3.56 Gold Coast Campus 
Griffith University 
ph: +61 (0)7 5552 7227 
fax: +61 (0)7 5552 9058 
email: c.rosemeyer@griffith.edu.au 
web:  
 
Cc:  
 
At this time all researchers are reminded that the Griffith University Code for the Responsible Conduct of 
Research provides guidance to researchers in areas such as conflict of interest, authorship, storage of data, & 
the training of research students. 
You can find further information, resources and a link to the University's Code by visiting 
http://www62.gu.edu.au/policylibrary.nsf/xupdatemonth/e7852d226231d2b44a25750c0062f457?opendocu
ment 
PRIVILEGED,  PRIVATE AND CONFIDENTIAL 
This email and any files transmitted with it are intended solely for the use of the addressee(s) and may contain 
information which is confidential or privileged. If you receive this email and you are not the addressee(s) [or 
responsible for delivery of the email to the addressee(s)], please disregard the contents of the email, delete the 
email and notify the author immediately 

                                                           
41 Title of the project was subsequently changed. 
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Appendix C – Project Information Sources 
 

The Government Project. 

• Annual Report (Department, 2011) 

• Proposal 2009/10 Pilot (P1-Item1, 2009) 

• Departmental Multicultural Action Plan (P1-Item2, 2010) 

• Sample Project Flyer (P1-Item3, 2010) 

• Runsheet Dec. 09 (P1-Item4, 2009) 

• Runsheet Dec. 09 SB (P1-Item5, 2009) 

• Consciously Creating Cultures Model (P1-Item6, 2009) 

• Departmental Skills Framework (P1-item7, 2008) 

• Pilot Pre-workshop Survey Responses Group 1 (P1-Item8a, 2009) 

• Pilot Pre-workshop Survey Responses Group 2 (P1-item8b, 2010) 

• Pilot Pre-workshop Survey Responses Group 3 (P1-item8c, 2010) 

• Pilot Pre-workshop Survey Responses Group 4 (P1-item8d, 2010) 

• All participant Pilot Workshop Evaluations (P1-Item9, 2010) 

• Pilot Project Evaluation Report (P1-item10, 2010) 

• Proposal 201/11 Training (P1-item11, 2010) 

• Project Notebook (P1-item22, 2010/11) 

 

The Health Project 

• Brief and initial proposal(P2-Item1, 2014) 

• Collated results – All Staff Care Workshop Evaluations (P2-Item2, 2015) 

• Care Workshop Manual (P2-Item3, 2014) 

• Audit Workshop Manual (P2-Item4, 2014) 

• Evaluation Report 1 (P2-Item5, 2014) 

• Evaluation Report 2 (P2-Item6, 2014) 

• Evaluation Report 3 (P2-Item7, 2014) 

• Evaluation Report 4 (P2-Item8, 2014) 

• Evaluation Report 5 (P2-Item9, 2015) 

• Evaluation Report 6 (P2-Item10, 2015) 

• Evaluation Report 7 (P2-Item11, 2015) 

• Evaluation Report 8 (P2-Item12, 2015) 

• Evaluation Report 9 (P2-Item13, 2015) 

• Question 9 Collated Comments (P2-Item14, 2015) 

• Question 10 Collated Comments (P2-Item15, 2015) 

• Question 11 Collated Comments (P2-Item16, 2015) 

• Culturally Responsive Palliative Care strategy – 2013-15 – Final Evaluation Summary 

(P2-Item17, 2015) 
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• Culturally Responsive Palliative are Project 2013-2015 Final Evaluation Report 

Summary(P2-Item18, 2015) 

• Project Notebook (P2-Item19, 2014) 

 

The Sport Project 

• Australian Team Performance Review Summary Report(Project3-Item1, 2011) 

• Governance Review Part 1 (Project3-Item2, 2011) 

• Governance Review Part 2 (Project3-Item3, 2011) 

• ACB Player Conduct Inquiry (Project3-Item4, n.d.) 

• Sport Code Website – Our Strategy (Project3-Item5, n.d.) 

• Project Notebook 2015 (Project3-Item6, 2015) 

• Project Notebook 2016 (Project3-Item7, 2016) 

• GMD Functional Plan (Project3-Item8, 2015) 

• Design Notes (Project3-Item9, 2015)  

• GMD WS Design Notes CBP May 2015 (Project3-Item10, 2015) 

• GMD Workshop Runsheet (Project3-Item11, 2015) 

• Pilot Workshop PowerPoint Presentation (Project3-Item12, 2015) 

• Sports Code Inclusion and Diversity Guide (Project3-Item13, 2015) 

• GMD Workshops Consolidated Evaluations (Project3-Item14, 2015) 

• Facilitator’s Conference Agenda (Project3-Item15, 2015) 

• Adelaide Post Workshop Evaluations (Project3-Item16, 2015) 

• GMD Workshop Observations (Project3-Item17, 2015) 

• Clubs and Associations – Pilot Workshop Runsheet (Project3-Item18, 2015) 

• Unconscious Bias Presentation Facilitator Conference (Project3-Item19, 2015) 

• Facilitator Training Conference Evaluation (Project3-Item20, 2015) 

• Facilitator Conference Actions from Day 1 and 2 (Project3-Item21, 2015) 

• Issues re facilitation from telephone interviews (Project3-Item22, 2015) 
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Appendix D 
 

Confirmation of Candidacy 

 

  

 



References 

254 
   

References  
 

Adams, T. E., & Jones, S. H. (2008). Autoethnography is Queer. In N. K. Denzin, Y. S. Lincoln, & L. T. 
Smith (Eds.), Handbook of Critical and Indigenous Methodologies (pp. 373-390). Thousand 
Oaks, California: Sage Publications, Inc. 

Agocs, C., & Burr, C. (1996). Employment equity, affirmative action and managing diversity: assessing 
the differences. International Journal of manpower, 17(4/5), 30-45.  

Ahonen, P., Tienari, J., Meriläinen, S., & Pullen, A. (2014). Hidden contexts and invisible power 
relations: A Foucauldian reading of diversity research. Human relations, 67(3), 263-286. 
doi:10.1177/0018726713491772 

Alvesson, M. (2013). Understanding Organizational Culture, 2nd Edition (2 ed.). London: Sage. 
Alvesson, M., Ashcraft, K. L., & Thomas, R. (2008). Identity Matters: Reflections on the Construction 

of Identity Scholarship in Organization Studies. Organization, 15(1), 5-28.  
Alvesson, M., Hardy, C., & Harley, B. (2008). Reflecting on Reflexivity: Reflexive Textual Practices in 

Organization and Management Theory. Management Studies, 45(3), 480-501.  
Alvesson, M., & Skoldberg, K. (2005). Reflexive Methodology, New Vistas for Qualitative Research 

(2005 ed.). London: Sage Publications. 
Alvesson, M., & Willmott, H. (2002). Identity Regulation as Organizational Control: Producing the 

Appropriate Individual. Journal of Management Studies, 39(5), 619-644. doi:10.1111/1467-
6486.00305 

Amparo. (2016). The NDIS and Culturally and Linguistically Diverse Communities: Aiming high for 
equitable access in Queensland. Retrieved from Brisbane, Qld:  

Anderson, L. (2006). Analytic Autoethnography. Journal of Contemporary Ethnology, 35(4), 373.  
Anthias, F. (2013). Moving beyond the Janus face of integration and diversity discourses: towards an 

intersectional framing. The Sociological Review, 61(2), 323-343. doi:10.1111/1467-
954X.12001 

Arnold, C., & Brennan, C. (2013). Polyvocal ethnography as a means of developing inter-cultural 
understanding of pedagogy and practice. European Early Childhood Education Research 
Journal, 21(3), 353-369. doi:10.1080/1350293X.2013.814357 

Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organization. Academy of 
management review, 14(1), 20-39.  

Ashman, I., & Gibson, C. (2010). Existential Identity, Ontological Insecurity and Mental Well-being in 
the Workplace. Contemporary Readings in Law and Social Justice, 2(2), 126-147.  

Back, A. L., Arnold, R. M., Baile, W. F., Tulsky, J. A., & Fryer-Edwards, K. (2005). Approaching Difficult 
Communication Tasks in Oncology1. CA: A Cancer Journal for Clinicians, 55(3), 164-177. 
doi:10.3322/canjclin.55.3.164 

Bardon, T., Josserand, E., & Villeseche, F. (2015). Identities and Identity Work in Organizations. 
Human relations, 68(4), 583-606. doi:10.1177/00187267I4532967 

Bartunek, J. M., Balogun, J., & Do, B. (2011). Considering Planned Change Anew: Stretching Large 
Group Interventions Strategically, Emotionally, and Meaningfully. The Academy of 
Management Annals, 5(1), 1-52. doi:10.1080/19416520.2011.567109 

Bean, R. (2006). The effectiveness of cross-cultural training in the Australian context: Department of 
Immigration and Multicultural Affairs Canberra. 

Bean, R. (2008a). Built in or Bolted on: Managing Equity and Diversity in Vocational Education and 
Training Delivery. The International Journal of Diversity in Organisations, Communities & 
Nations, 8(1), 45-60.  

Bean, R. (2008b). Diversity Management Participant Workbook. Diversicare Queensland. Brisbane.  
Bean, R. (2010). Managing Cultural Diversity - Training Program Resource Manual. In (pp. 133). 

Victoria: Australian Multicultural Foundation. 



References 

255 
   

Bean, R. S., Sammartino, A.,  O'Flynn, J., Lau, K., Nicholas, S., (2001). Using diversity climate surveys: 
a toolkit for diversity management Retrieved from Canberra, ACT:   

Bennett, M. (1986). A Developmental Approach to Training for Intercultural Sensitivity. International 
journal of intercultural relations, 10, 179-196.  

Bennett, M. (1993). Towards a Developmental Model of Intercultural Sensitivity. In (pp. 14): 
Education for the Intercultural Experience. . 

Bennett, M. J. (Ed.) (1998). Basic Concepts of Intercultural Communication. Boston, USA: Intercultural 
Press. 

Bennett, S., & Bouten Pinto, C. (2009). What is Culturewise Practice. In. Brisbane: Ethnic 
Communities Council of Queensland - Partners in Cultural Competence Training Unit. 

Bertone, S. (1999). Productive Diversity in Australia: Bureaucratic aspirations and workplace realities. 
Paper presented at the International conference: Culture, Race and Community: Making it 
work in the new millennium,, Melbourne, Victoria. 

Beugelsdijk, S., & Welzel, C. (2018). Dimensions and dynamics of national culture: Synthesizing 
Hofstede with Inglehart. Journal of Cross-Cultural Psychology, 0022022118798505.  

Bilge, S. (2010). Recent feminist outlooks on intersectionality. Diogenes, 57(1), 58-72.  
Bissett, N. (2004). Diversity writ large: Forging the links between diverse people and diverse 

organisational possibilities. Organizational Change Management, 17(3), 315-325.  
Bissett, N., Saunders, S., & Bouten-Pinto, C. (2017). Collaborative Autoethnography: Enhancing 

Reflexive Communication Processes. In Ethnography: Anxiety, Identity and Self (pp. 253-
272). United Kingdom: Springer. 

Bourke, J., & Dillon, B. (2018, January, 2018). The Diversity and Inclusion Revolution - Eight Powerful 
Truths. Deloitte Review, 81-95. 

Bouten-Pinto, C. (2009). Developing and Implementing the ‘Dealing with Difference- Making it Work’ 
Diversity Program’: A Reflexive Analysis from a Practitioner’s Perspective. (Masters of 
Management with Honours), Griffith University, Brisbane.  

Bouten-Pinto, C. (2015). Managing Cultural Diversity in Australia: Issues, Responses and Approaches. 
In (pp. 25). Melbourne: Scanlon Foundation. 

Bouten-Pinto, C. (2016). Reflexivity in managing diversity: a pracademic perspective. Equality, 
Diversity and Inclusion: An International Journal, 35(2), 136-153. doi:doi:10.1108/EDI-10-
2013-0087 

Boyle, M., & Parry, K. (2007). Telling the Whole Story: The Case for Organizational Autoethnography. 
Culture and Organization, 13(3), 185-190. doi:10.1080/14759550701486480 

Brannick, T., & Coghlan, D. (2006). Reflexivity in Management and Business Research: What do we 
mean. Irish Journal of Management, 27(2), 143-160.  

Brown, A. D., Colville, I., & Pye, A. (2014). Making Sense of Sensemaking in Organization Studies. 
Organization Studies, 36(2), 265-277. doi:10.1177/0170840614559259 

Brown, K. W., Ryan, R. M., & Creswell, J. D. (2007). Adressing Fundamental Questions about 
Mindfulness. Psychological Enquiry, 18(4), 272-282.  

Burgess, J., French, E., & Strachan, G. (2009). The Diversity Management Approach to Equal 
Employment Opportunity in Australian Organisations. The Economic and Labour Relations 
Review, 20(1), 77-92. doi:10.1177/103530460902000106 

Butler, J. (1988). Performative Acts and Gender Constitution: An Essay in Phenomenology and 
Feminist Theory. Theatre Journal, 40(4), 519-531. doi:10.2307/3207893 

Butler, J. (2009). Performativity, precarity and sexual politics. AIBR-Revista de Antropologia 
Iberoamericana, 4(3), 321.  

Cabrales. (2008). Managing functional diversity, risk taking and incentives for teams to achieve 
radical innovations. R & D management, 38(1), 35.  

Cassell, C., & Symon, G. (2012). Qualitative Organizational Research. In C. Cassell & G. Symon (Eds.), 
Qualitative Organizational Research (pp. 15-34). Thousand Oaks, California, USA: Sage 
Publications. 



References 

256 
   

Chang, H. (2008). Autoethnography as Method: Left Coast Press Inc. 
Colman, A. M. (Ed.) (2015) A Dictionary of Psychology  (4th ed.). Oxford, UK: Oxford University Press. 
Cope, B., & Kalantzis, M. (1997). Productive diversity: a New Australian Approach to Work and 

Management. Sydney: Pluto Press. 
Cox, T. (1993). Cultural Diversity in Organisations: theory, research and practice. San Francisco: 

Berrett-Koehler. 
Crenshaw, K. (1989). Demarginalizing the intersection of race and sex: A black feminist critique of 

antidiscrimination doctrine, feminist theory and antiracist politics. U. Chi. Legal F., 139.  
Creswell, J. W. (2003). Research Design: Qualitative, Quantitative and Mixed Methods Approaches 

(Second ed.). Thousand Oaks, California, USA: Sage Publications. 
Creswell, J. W. (2013a). Research Design: Qualitative, Quantitative and Mixed Methods Approaches. 

Thousand Oaks, California: Sage Publications. 
Creswell, J. W. (2013b). Research design: Qualitative, quantitative, and mixed methods approaches: 

Sage publications. 
Cunliffe, A. (2003). Reflexive Inquiry in Organizational Research: Questions and Possibilities. Human 

relations, 56(8), 983-1003.  
Cunliffe, A. (2004). On Becoming a Critically Reflexive Practitioner. Journal of Management 

Education, 28(4), 407-426.  
Cunliffe, A. L., & Jun, J. S. (2005). The need for reflexivity in public administration. Administration & 

Society, 37(2), 225-242.  
Cunliffe, A. (2009). The Philosopher Leader: On Relationism, Ethics and Reflexivity, A Critical 

Perspective to Teaching Leadership. Management Learning, 40, 87-101.  
Cunliffe, A. L. (2010). Crafting Qualitative Research: Morgan and Smircich 30 Years On. 

Organizational Research Methods, 14(4), 647-673. doi:10.1177/1094428110373658 
Cunliffe, A., & Coupland, C. (2012). From hero to villain to hero: Making experience sensible through 

embodied narrative sensemaking. Human relations, 65(1), 63-88. 
doi:10.1177/0018726711424321 

Cunliffe, A. L. (2018). Alterity: The passion, politics, and ethics of self and scholarship. Management 
Learning, 49(1), 8-22. doi:10.1177/1350507617737454 

Czarniawska, B. (2013). Negotiating selves: Gender at work. Tamara Journal of Critical Organisation 
Inquiry, 11(1), 59.  

Davis, P. J., Frolova, Y., & Callahan, W. (2016). Workplace diversity management in Australia: What 
do managers think and what are organisations doing? Equality, Diversity and Inclusion: An 
International Journal, 35(2), 81-98. doi:doi:10.1108/EDI-03-2015-0020 

De Vries, J. A. (2010). A realistic agenda? Women only programs as strategic interventions for 
building gender equitable workplaces. (Doctor of Philosophy), The University of Western 
Australia, Perth, Western Australia. (3348520) 

Deloitte. (2012). Waiter is that inclusion in my soup? A new recipe to improve business performance. 
Retrieved from Melbourne, Victoria:  

Deloitte. (2013). Waiter there is inclusion in my soup - a new recipe for improving business 
performance. Retrieved from Sydney, Australia: 
https://www2.deloitte.com/content/dam/Deloitte/au/Documents/human-capital/deloitte-
au-hc-diversity-inclusion-soup-0513.pdf 

Denzin, N. K. (2006). Analytic Autoethnography, or Deja Vu all Over Again. Journal of Contemporary 
Ethnography, 35(4), 419-428.  

Denzin, N. K., & Lincoln, Y. S. (2011). The Sage handbook of qualitative research (4th ed.). Thousand 
Oaks, Calif: Sage. 

Department, T. (2011). Annual Report. Brisbane: State of Queensland. 
Dick, B. (2006). Action Research literature 2004-2006. Action Research, 4(4), 439-458.  
Dickens, L. (1994). The business case for women′ s equality: is the carrot better than the stick? 

Employee Relations, 16(8), 5-18.  



References 

257 
   

Doloriert, C., & Sambrook, S. (2012). Organisational autoethnography. Journal of Organizational 
Ethnography, 1(1), 83-95. doi:10.1108/20466741211220688 

Duberley, J., Johnson, P., & Cassell, C. (2013). Philosophies Underpinning Qualitative Research. In G. 
Symon & C. Cassell (Eds.), Qualitative Organizational Research: Core Methods and Current 
Challenges (pp. 15-34). Thousand Oaks, California, USA: Sage Publications. 

Ellemers, N., & Haslam, S. A. (2011). Social identity theory. Handbook of theories of social 
psychology, 2, 379-398.  

Ellis, C., Adams, T. E., & Bochner, A. P. (2011). Autoethnography: An Overview. Forum: Qualitative 
Socialforschung / Forum: Qualitative Social Research, 12(1), 40 paragraphs.  

Ellis, C., & Bochner, A. (2000). Autoethnography personal narrative, reflexivity: Researcher as 
subject. In N. K. Denzin & Y. S. Lincoln (Eds.), The Handbook of Qualitative Research (2nd ed. 
ed., pp. 733-768). Newbury Park, CA: Sage. 

Ely, R. J., & Thomas, D. A. (2001). Cultural Diversity at Work: The Effects of Diversity Perspectives on 
Work Group Processes and Outcomes. Administrative Science Quarterly, 46(2), 229-273. 
doi:10.2307/2667087 

Emmott, M., & Worman, D. (2008). The steady rise of CSR and diversity in the workplace. Strategic 
HR Review, 7(5), 28-33. doi:10.1108/14754390810893071 

Ferdman, B. M. (2014). The Practice of Inclusion in Diverse Organisations: Toward a Systemic and 
Inclusive Framework. In B. M. Ferdman & B. R. Deane (Eds.), Diversity at Work: The Practice 
of Inclusion (pp. 3-55). San Francisco: Jossey Bass. 

Ferdman, B. M., & Deane, B. R. (Eds.). (2014). Diversity at Work: The Practice of Inclusion. San 
Francisco USA: Jossey Bass. 

Forbes. (n.d.). Global Diversity and Inclusion: Fostering Innovation Through a Diverse Workforce. 
Retrieved from www.forbes.com website:  
doi:http://images.forbes.com/forbesinsights/StudyPDFs/Innovation_Through_Diversity.pdf 

Foster Curtis, E., & Dreachslin, J. L. (2008). Integrative Literature Review: Diversity Management 
Interventions and Organizational Performance:A Synthesis of Current Literature. Human 
Resource Development Review, 7(1), 107-134. doi:10.1177/1534484307311700 

Gagnon, S. (2008). Compelling Identity: Selves and Insecurity in Global, Corporate Management 
Development. Management Learning, 39(4), 375-391. doi:10.1177/1350507608093710 

Gagnon, S., & Collinson, D. (2014). Rethinking Global Leadership Development Programmes: The 
Interrelated Significance of Power, Context and Identity. Organization Studies, 35(5), 645-
670. doi:10.1177/0170840613509917 

Gephart, R. P., Topal, C., & Zhang, Z. (2010). Future‐oriented Sensemaking: Temporalities and 
Institutional Legitimation. In. Oxford: Oxford University Press. 

Ghorashi, H., & Sabelis, I. (2013). Juggling difference and sameness: Rethinking strategies for 
diversity in organizations. Scandinavian Journal of Management, 29(1), 78-86. 
doi:http://dx.doi.org/10.1016/j.scaman.2012.11.002 

Gioia, D. A., & Chittipeddi, K. (1991). Sensemaking and Sensegiving in Strategic Change Initiation. 
Strategic management journal, 12(6), 433-448.  

Giuliani, M. (2016). Sensemaking, sensegiving and sensebreaking: The case of intellectual capital 
measurements. Journal of Intellectual Capital, 17(2), 218-237. doi:doi:10.1108/JIC-04-2015-
0039 

Glynn, M. A., & Watkiss, L. (2012). Exploring Cultural Mechanisms of Organizational Identity 
Construction. In M. Schultz, S. Maguire, A. Langley, & H. Tsoukas (Eds.), Constructing Identity 
in and around Organizations  (Vol. 2): Oxford University Press.  

Goffman, E. (1959; 1996). The Presentation of Self in Everyday Life; revised edition (Revised Edition 
ed.): Anchor Books. 

Goodall, H. L. (2005). Narrative Inheritance: A Nuclear Family With Toxic Secrets. Qualitative Inquiry, 
11(4), 492-513. doi:10.1177/1077800405276769 

Goodall Jr, H. L. (2000). Writing the new ethnography: AltaMira Press. 



References 

258 
   

Goodall Jr, H. L. (2016). Writing qualitative inquiry: Self, stories, and academic life: Routledge. 
 
Greig, G., Gilmore, C., Patrick, H., & Beech, N. (2012). Arresting moments in engaged management 

research. Management Learning, 44(3), 267-285. doi:10.1177/1350507612443209 
Greenwald, A. G., & Banaji, M. R. (1995). Implicit Social Cognition: Attitudes, Self-Esteem, and 

Stereotypes. Psychological Review, 102(1), 4-27. doi:10.1037/0033-295X.102.1.4 
Groutsis, D., van den Broek, D., Constantin, A., & O'Leary, J. (2016). Benchmarking Diversity and 

Inclusion Practices in Australia. Retrieved from Sydney, Australia:  
Gudykunst, W. B. (2005). Theorizing about intercultural communication: Sage. 
Hall, E. T. (1955). The anthropology of manners. Scientific American, 192, 84-91.  
Hall, E. T. (1959). The silent language. Garden City, NY: Doubleday and Company 
Hall, E. T. (1983). The dance of life: Anchor Press Garden City, NY. 
Hall, E. T. (1989). Beyond culture: Anchor. 
Hall, E. T., & Hall, E. T. (1969). The hidden dimension (Vol. 1990): Anchor Books New York. 
Handley, K., Sturdy, A., Fincham, R., & Clark, T. (2006). Within and Beyond Communities of Practice: 

Making Sense of Learning Through Participation, Identity and Practice*. Journal of 
Management Studies, 43(3), 641-653. doi:10.1111/j.1467-6486.2006.00605.x 

Hardy, C., Palmer, I., & Phillips, N. (2000). Discourse as strategic resource. Human relations, 53(9), 
1227-1236.  

Hayles, R., & Mendez-Russel, A. (1997). The Diversity Directive: Why Some Initiatives Fail and What 
To Do about It. Montreal: McGraw Hill. 

Haynes, K. (2012). Reflexivity in Qualitative Research. In G. Symon & C. Cassell (Eds.), Qualitative 
Organizational Research (pp. 72-80). Thousand Oaks, California USA: Sage Publications. 

Haynes, K. (2011). Tensions in (re)presenting the self in reflexive autoethnographical research. 
Qualitative Research in Organizations and Management: An International Journal, 6(2), 134-
149. doi:10.1108/17465641111159125 

Healy, G., Noon, M., & Kirton, G. (2011). Equality, inequalities and diversity: contemporary challenges 
and strategies. Basingstoke; New York: Palgrave Macmillan. 

Heaphy, E. D. (2017). "Dancing on hot coals": How emotion work facilitates collective sensemaking. 
Academy of Management Journal, 60(2), 642-670. doi:10.5465/amj.2014.0101 

Heneker, K., Zizzo, G., Awata, M., & Goodwin-Smith, I. (2017). Engaging CALD communities in the 
NDIS.  

Hibbert, P., Coupland, C., & MacIntosh, R. (2010). Reflexivity: recursion and relationality in 
organizational research processes. Qualitative Research in Organizations and Management: 
An International Journal, 5(1), 47-62. doi:doi:10.1108/17465641011042026 

Hofstede, G. (1991). Culture: Sofware for the mind. London: MacGraw-Hill. 
Hofstede, G. (2009). Dimensionalizing Cultures: The Hofstede Model in Context.  Retrieved April 16, 

2013, from International Association for Cross Cultural Psychology 
http://scholarworks.gvsu.edu/orpc/vol2/iss1/8 

Holck, L. (2017). Unequal by structure: Exploring the structural embeddedness of organizational 
diversity. Organization, 1350508417721337. doi:10.1177/1350508417721337 

Holck, L., Muhr, S. L., & Villesèche, F. (2016). Identity, diversity and diversity management: On 
theoretical connections, assumptions and implications for practice. Equality, Diversity and 
Inclusion: An International Journal, 35(1), 48-64. doi:doi:10.1108/EDI-08-2014-0061 

Holliday, A. (2007). Doing and Writing Qualitative Research (Second Edition ed.). London: Sage 
Publications. 

Holliday, A. (2011). Intercultural Communication and Ideology. Los Angeles: Sage Publications. 
Holman Jones, S. (2005). Making the personal political. In N. K. Denzin & Y. S. Lincoln (Eds.), 

Handbook of Qualitative Research (3rd ed., pp. 763-792). Thousand Oaks, CA: Sage. 
Holt, N. L. (2003). Representation, Legitimation, and Autoethnography: An Autoethnographic Writing 

Story. International Journal of Qualitative Methods, 2(1), 18-28.  



References 

259 
   

Holvino, E., & Kamp, A. (2009). Diversity Management: Are we moving in the right direction? 
Reflections from both sides of the North Atlantic. Scandinavian Journal of Management, 
25(4), 395-403.  

Hultin, L., & Mähring, M. (2017). How practice makes sense in healthcare operations: Studying 
sensemaking as performative, material-discursive practice. Human relations, 70(5), 566-593. 
doi:10.1177/0018726716661618 

Humphreys, M. (2005). Getting Personal: Reflexivity and Autoethnographic Vignettes. Qualitative 
Inquiry, 11(6), 840-860. doi:10.1177/1077800404269425 

Humphrey, C. (2007). Insider-outsider: Activating the hyphen. Action Research, 5(1), 11-26.  
Humphreys, M., Coupland, C., & Learmonth, M. (2015). Autoethnographic vignettes of working lives.  
Humphreys, M., & Learmonth, M. (2013). Autoethnography in Organizational Research: Two Tales of 

Two Cities. In G. Symon & C. Cassell (Eds.), Qualitative Organizational Research: Core 
Methods and Current Challenges (pp. 314- 350). Thousand Oaks, California, USA: Sage 
Publications. 

Hyde, C., & Hopkins, K. (2004). Diversity Climates in Human Service Agencies. Journal of Ethnic & 
Cultural Diversity in Social Work, 13, 25-43. doi:10.1300/J051v13n02_02 

Ibarra, H. (1999). Provisional selves: Experimenting with image and identity in professional 
adaptation. Administrative Science Quarterly, 44(4), 764-791.  

Inglehart, R. (1990). Culture shift in advanced industrial society.  
Inglehart, R. (2015). The silent revolution: Changing values and political styles among Western 

publics: Princeton University Press. 
Inglehart, R. (2018). Culture shift in advanced industrial society: Princeton University Press. 
Jarvis, P. (2011). Adult learning in the social context (Vol. 78): Routledge. 
Jonsen, K., Tatli, A., Özbilgin, M. F., & Bell, M. P. (2013). The tragedy of the uncommons: Reframing 

workforce diversity. Human relations, 66(2), 271-294.  
Kandola, R., & Fullerton, J. (1994). Managing the Mosaic - Diversity in Action. London: IPD. 
Kelly, E., & Dobbin, F. (1998). How Affirmative Action Became Diversity Management: Employer 

Response to Antidiscrimination Law, 1961 to 1996. American Behavioural Scientist, 41, 960-
984.  

Kempster, S., & Stewart, J. (2010). Becoming a Leader: A co-produced autoethnographic exploration 
of situated learning of leadership practice. Management Learning, 41(2), 205-219 

Kirton, G., & Greene, A. (2005). The Dynamics of Managing Diversity, a Critical Approach (2nd Edition 
ed.). Oxford: Elsevier Butterworth-Heineman. 

Kirton, G., & Greene, A. (2015). The Dynamics of Managing Diversity: A Critical Approach (F. Edition 
Ed.): Routledge. 

Kissane, D. W., & Parnes, F. (2014). Bereavement care for families: Routledge. 
Klein, G., Moon, B., & Hoffman, R. R. (2006). Making sense of sensemaking 1: Alternative 

persepectives. IEEE intelligent systems, 21(4), 70-73.  
Knights, D., & Clarke, C. A. (2013). It’s a Bittersweet Symphony, this Life: Fragile Academic Selves and 

Insecure Identities at Work. Organization Studies, 35(3), 335-357. 
doi:10.1177/0170840613508396 

Knights, D., & Omanović, V. (2016). (Mis)managing diversity: exploring the dangers of diversity 
management orthodoxy. Equality, Diversity and Inclusion: An International Journal, 35(1), 5-
16. doi:10.1108/EDI-03-2014-0020 

Kohl, L. R., & Knight, J. M. (1994). Developing Intercultural Awareness: a cross cultural training 
handbook (1st ed.). Yarmouth, Maine: Intercultural Press. 

Kolb, D. (1985). Learning styles inventory. The Power of the 2 2 Matrix, 267.  
Kolb, D. A., Boyatzis, R. E., & Mainemelis, C. (2001). Experiential learning theory: Previous research 

and new directions. Perspectives on thinking, learning, and cognitive styles, 1, 227-247.  
Konrad, A., Prasad, P., & Pringle, J. (2006). Handbook of Workplace Diversity. Londong: Sage 

Publications. 



References 

260 
   

Kramar, R. (1998). Managing Diversity: beyond affirmative action in Australia. Women in 
Management Review, 13(4), 133-142.  

Krautil, F. (2014). Diversity and Inclusion - Are these qualities alive in the Australian workplace? 
Retrieved from https://www.ahri.com.au/__data/assets/pdf_file/0012/32430/Insight-
Report.pdf 

Learmonth, M., & Humphreys, M. (2012). Autoethnography and academic identity: Glimpsing 
business school doppelgängers. Organization, 19(1), 99-117.  

Leary, M. R., & Tangney, J. P. (2003). The Self as Organising Construct in the Behavioural and Social 
Sciences. In M. R. Leary & J. Price Tangney (Eds.), Handbook of Self and Identity (Paperback 
Edition ed., pp. 3-14). New York U.S.A.: The Guilford Press. 

Lee, R. M., & Robbins, S. B. (1995). Measuring Belongingness:: The Social Connectedness and the 
Social Assurance Scales. Journal of Counseling Psychology, 42(2), 232-241. doi:10.1037/0022-
0167.42.2.232 

Litvin, D. R. (2002). The Business Case for Diversity and the 'Iron Cage'. In B. Czarniawska & H. Hopfl 
(Eds.), Casting the other: Production and maintenance of inequalities in work organizations 
(pp. 228). London: Routledge. 

Louis, M. R. (1980). Surprise and Sense Making: What Newcomers Experience in Entering Unfamiliar 
Organizational Settings. Administrative Science Quarterly, 25(2), 226-251.  

Mackenzie, N., & Knipe, S. (2006). Research dillemas: Paradigms, methods and methodology. Issues 
in Educational Research, 16(2), 193-205.  

Maitlis, S. (2005). The Social Processes of Organizational Sensemaking. The Academy of Management 
Journal, 48(1), 21-49. doi:10.2307/20159639 

Maitlis, S., & Christianson, M. (2014). Sensemaking in Organizations: Taking Stock and Moving 
Forward. The Academy of Management Annals, 8(1), 57-125. 
doi:10.1080/19416520.2014.873177 

Maitlis, S., & Lawrence, T. B. (2007). Triggers and Enablers of Sensegiving in Organizations. The 
Academy of Management Journal, 50(1), 57-84. doi:10.2307/20159841 

MAQ. (2004). Multicultural Queensland - Making a world of difference. Brisbane: Queensland 
Government. 

Marquardt, M. J., & Revans, R. W. (1999). Action learning in action: Transforming problems and 
people for world-class organizational learning: Davies-Black Pub. 

McSweeney, B. (2002). Hofstede’s model of national cultural differences and their consequences: A 
triumph of faith-a failure of analysis. Human relations, 55(1), 89-118.  

Milliken, F. J. (1990). Perceiving and Interpreting Environmental Change: An Examination of College 
Administrators' Interpretation of Changing Demographics. The Academy of Management 
Journal, 33(1), 42-63. doi:10.2307/256351 

Mor Barak, M. (2000). The Inclusive Workplace: An Ecosystems Approach to Diversity Management. 
Social Work, 45(4), 339-353. doi:10.1093/sw/45.4.339 

Mor Barak, M. E. (2016). Managing diversity: Toward a globally inclusive workplace: Sage 
Publications. 

Nakra, M. (2003). Between resistance and commitment: the social dynamics of change on the 
frontlines. Weatherhead School of Management. Case Western Reserve University. 
Cleveland, OH.  

Nishii, L. H. (2013). The benefits of climate for inclusion for gender-diverse groups. Academy of 
Management Journal, 56(6), 1754-1774.  

Nkomo, S., & Cox Jr, T. (1996). Diverse identities in organizations' in: Clegg S., Hardy C. and Nord 
W.(eds.), Handbook of Organization Studies. In: London, Sage. 

O'Leary, J., & Sandberg, J. (2017). Managers' practice of managing diversity revealed: A practice-
theoretical account. Journal of Organizational Behavior, 38(4), 512-536. 
doi:10.1002/job.2132 



References 

261 
   

Oswick, C., & Noon, M. (2014). Discourses of Diversity, Equality and Inclusion: Trenchant 
Formulations or Transient Fashions? British Journal of Management, 25(1), 23-39. 
doi:10.1111/j.1467-8551.2012.00830.x 

P1-Item1. (2009). Proposal 2009/10 Pilot. In. 
P1-Item2. (2010). Departmental Multicultural Action Plan. In. 2010. 
P1-Item3. (2010). Sample Project Flyer.  
P1-Item4. (2009). RUNSHEETDEC09. In. 
P1-Item5. (2009). RUNSHEETDEC09SB. In. 
P1-Item6. (2009). Consciously Creating Cultures Model 011009.   
P1-item7. (2008). Departmental Skills Framework.  
P1-Item8a. (2009). Pilot Pre Workshop Survey Responses Gr1.   
P1-item8b. (2010). Pilot Pre Workshop Survey Responses Gr2.   
P1-item8c. (2010). Pilot Pre Workshop Survey Responses Gr3.   
P1-item8d. (2010). Pilot Pre Workshop Survey Responses Gr4.   
P1-Item9. (2010). All Participant Pilot Workshop Evaluations.   
P1-item10. (2010). Pilot Project Evaluation Report.  
P1-item11. (2010). Proposal 2010/11 Training.   
P1-item22. (2010/11). Notebook 1.   
P1-item23. (2009). PPT Slides.   
P2-Item1. (2014). Brief and Initial Proposal.   
P2-Item2. (2015). Collated Results All Staff Care Workshop Evaluations.   
P2-Item3. (2014). Care Workshops Manual.   
P2-Item4. (2014). Audit Workshops Manual.   
P2-Item5. (2014). Evaluation Report 1.   
P2-Item6. (2014). Evaluation Report 2.   
P2-Item7. (2014). Evaluation Report 3.   
P2-Item8. (2014). Evaluation Report 4.   
P2-Item9. (2015). Evaluation Report 5.   
P2-Item10. (2015). Evaluation Report 6.   
P2-Item11. (2015). Evaluation Report 7.   
P2-Item12. (2015). Evaluation Report 8.   
P2-Item13. (2015). Evaluation Report 9.   
P2-Item14. (2015). Question 9 Comments.   
P2-Item15. (2015). Question 10 Comments.   
P2-Item16. (2015). Question 11 Comments.   
P2-Item17. (2015). Culturally Responsive Palliative Care  Strategy - 2013-2015 - Final Evaluation 

Summary. Retrieved from  
P2-Item18. (2015). Culturally Responsive Care Project 2013-2015 Final Evaluation Report - Executive 

Summary. Retrieved from  
P2-Item19. (2014). Project Notebook.  
Parry, K. W., & Hansen, H. (2007). The Organisational Story as Leadership. Leadership, 3(3), 281-300.  
Pechenkina, E., & Liu, H. (2016). Staying quiet or rocking the boat? An autoethnography of 

organisational visual white supremacy. Equality, Diversity and Inclusion: An International 
Journal, 35(3), 186-204. doi:10.1108/EDI-08-2015-0067 

Pinto, C. B. (1995). Developing intercultural competency by building on new and existing capacities. 
The Cultural Ambassador Program - An Intercultural Capacity Building Model. Community 
Education Program. Department of Community Development. Alberta Government. 
Edmonton.  

Pless, N. M., & Maak, T. (2004). Building an Inclusive Diversity Culture: Principles, Processes and 
Practice. Journal of Business Ethics, 54(2), 129-147. doi:10.1007/s10551-004-9465-8 



References 

262 
   

Poole, P.-J. (1997). Diversity a Business Advantage: A Practical Guide. Ajax, Ontario: Poole Publishing 
Company. 

Prasad, A., & Mills, A. J. (2010). Critical Management Studies and Business Ethics: A Synthesis and 
Three Research Trajectories for the Coming Decade. Journal of Business Ethics, 94, 227-237.  

Prasad, P. (1997). Managing the organizational melting pot: dilemmas of workplace diversity. 
Thousand Oaks, Calif: Sage Publications. 

Project3-Item1. (2011). Australian Team Performance Review Summary Report. Retrieved from  
Project3-Item2. (2011). Governance Review Part 1. Retrieved from  
Project3-Item3. (2011). Governance Review Part 2. Retrieved from 

http://www.cricketaustralia.com.au/about/mission-and-values/our-strategy 
Project3-Item4. (n.d.). ACB Player Conduct Inquiry. Retrieved from 

http://www.cricketaustralia.com.au/about/mission-and-values/our-strategy 
Project3-Item5. (n.d.). Sports Code Website: Our Strategy.  
Project3-Item6. (2015). Project Notes 2015.   
Project3-Item7. (2016). Project Notes 2016.   
Project3-Item8. (2015). GMD Functional Plan.   
Project3-Item9. (2015). Design Notes.  
Project3-Item10. (2015). GMD WS Design Notes CBP May 2015.  
Project3-Item11. (2015). GMD Pilot WS Runsheet.   
Project3-Item12. (2015). Pilot Workshop PPT.   
Project3-Item13. (2015). Sports Code Inclusion and Diversity Guide.  
Project3-Item14. (2015). GMD Workshops - Consolidated Evaluations.  
Project3-Item15. (2015). Facilitators Conference Agenda.   
Project3-Item16. (2015). Adelaide Post Workshop Evaluation.  
Project3-Item17. (2015). GMD Workshop observations.  
Project3-Item18. (2015). Club and Associations - Pilot WS Runsheet.  
Project3-Item19. (2015). Unconscious Bias presentation Facilitator Conference.  
Project3-Item20. (2015). Facilitator Training Conference Evaluation.  
Project3-Item21. (2015). Facilitator Conference - Actions from Day 1 and 2.  
Project3-Item22. (2015). Issues re facilitation from telephone interviews.  
Purnell, L. (2000). A description of the Purnell model for cultural competence. Journal of 

Transcultural Nursing, 11(1), 40-46.  
Pye, A. (2005). Leadership and Organising: Sensemaking in Action. Leadership, 1(1), 31-50.  
Qin, J., Muenjohn, N., & Chhetri, P. (2014). A review of diversity conceptualizations: Variety, trends, 

and a framework. Human Resource Development Review, 13(2), 133-157.  
Queensland, I. R. C. (1999). Employees of Queensland Government Departments (Other than Public 

Servants) Award - State 2003 Queensland: Government of Queensland Retrieved from 
http://www.qirc.qld.gov.au/resources/pdf/awards/e/e0340_ar10.pdf. 

Renzaho, A. M., Green, J., Mellor, D., & Swinburn, B. (2011). Parenting, family functioning and 
lifestyle in a new culture: the case of African migrants in Melbourne, Victoria, Australia. Child 
& family social work, 16(2), 228-240.  

Ressia, S. (2013). Skilled Migrant Women and Men Seeking Employment: Expectations, Experiences 
and Outcomes. (Doctor of Philosophy), Griffith University,  

Richardson, Laurel, and Elizabeth Adams St. Pierre. 2005. Writing: A method of inquiry. In Handbook 
of Qualitative Research, 3rd ed., ed. N. K. Denzin and Y. S. Lincoln (959-78). Thousand Oaks, 
CA: Sage. 

Ring, P. S., & Rands, G. P. (1989). Sensemaking, understanding, and committing: Emergent 
interpersonal transaction processes in the evolution of 3M’s microgravity research program. 
Research on the management of innovation: The Minnesota studies, 337-366.  

Roberts, B. (2002). Biographical research. Philadephia, USA: Open University Press Buckingham. 



References 

263 
   

Rutledge, M. (2009). Sensemaking as a tool in working with complexity. OD practitioner, 41(2), 19-
24.  

Sambrook, S. A., Jones, N., & Doloriert, C. (2014). Employee engagement and autoethnography: 
being and studying self. Journal of Workplace Learning, 26(3/4), 172-187.  

Sammartino, A., O'Flynn, J., & Nicholas, S. (2002). Managing diverse work teams: a business model 
for diversity management. [Canberra]: [DIMIA]. 

Sandberg, J., & Targama, A. (2007). Managing Understanding in Organisations. London: Sage. 
Sandberg, J., & Tsoukas, H. (2015). Making sense of the sensemaking perspective: Its constituents, 

limitations, and opportunities for further development. Journal of Organizational Behavior, 
36(S1), S6-S32. doi:10.1002/job.1937 

Sheridan, A. J. (1995). Affirmative action in Australia – employment statistics can′t tell the whole 
story. Women in Management Review, 10(2), 26-34. doi:doi:10.1108/09649429510084612 

Sinclair, A. (2000). Women within diversity: risks and possibilities. Women in Management Review, 
15(5/6), 237-246.  

Sloane, P. J., & Mackay, D. (1997). Employment equity and minority legislation in the UK after two 
decades: a review. International Journal of manpower, 18(7), 597-626. 
doi:doi:10.1108/01437729710186446 

Stevens, A. (2011). Telling policy stories: an ethnographic study of the use of evidence in policy-
making in the UK. Journal of Social Policy, 40(2), 237-255.  

Strachan, G., Burgess, J., & French, E. (2009). Managing diversity in Australia: theory and practice. 
North Ryde, N.S.W: McGraw-Hill. 

Strachan, G., Burgess, J., & Henderson, L. (2007). Equal Employment Opportunity Legislation and 
Policies: The Australian Experience. Equal Employment Opportunity, 26(6), 525-540.  

Strachan, G., Burgess, J., & Sullivan, A. (2004). Affirmative Action or Managing Diversity - What is the 
Future of Equal Opportunity Policies in Organisations. Women in Management Review, 
19(4), 196-2004.  

Sumeo, K. (2009). The Impact of the crisis on Pacific Island women: A snapshot. In: Citeseer. 
Sveningsson, S., & Alvesson, M. (2003). Managing Managerial Identities: Organizational 

Fragmentation, Discourse and Identity Struggle. Human relations, 56(10), 1163-1163-1193.  
Syed, J., & Kramar, R. (2009). Socially responsible diversity management. Journal of management & 

Organization, 15, 639-651.  
Syed, J., & Kramar, R. (2010). What is the Australian Model for Managing Cultural Diversity? 

Personnel Review, 39(1), 96-115.  
Taksa, L., & Groutsis, D. (2010). Managing diverse commodities? From factory fodder to business 

asset. In: SAGE Publications Sage UK: London, England. 
Tapia, A. T. (2013). The Inclusion Paradox-: The Obama Era and the Transformation of Global 

Diversity: BookBaby. 
Tatli, A. (2011). A Multi‐layered Exploration of the Diversity Management Field: Diversity Discourses, 

Practices and Practitioners in the UK. British Journal of Management, 22(2), 238-253. 
doi:10.1111/j.1467-8551.2010.00730.x 

Tatli, A., & Özbilgin, M. F. (2012). An emic approach to intersectional study of diversity at work: a 
Bourdieuan framing. International Journal of Management Reviews, 14(2), 180-200.  

Taylor, S. C. (2008). Schooling and the settlement of refugee young people in Queensland:'... the 
challenges are massive'. Social Alternatives, 27(3), 58-65.  

Thane, P. (2010). Unequal Britain: equalities in Britain since 1945. Retrieved from 
http://www.historyandpolicy.org/policy-papers/papers/unequal-britain-equalities-in-britain-
since-1945 

Thiagarajan, S., & Thiagarajan, R. (2011). Barnga 25th anniversary edition: A simulation game on 
cultural clashes: Nicholas Brealey Publishing. 

Thomas, R. (1992). Beyond race and gender: Unleashing the power of your total workforce by 
managing diversity: Amacom. 



References 

264 
   

Thomas, R. R. (1990). From Affirmative Action To Affirming Diversity. Harvard business review, 1.  
Thornton, M. (2004). Neoliberal melancholia: The case of feminist legal scholarship. Australian 

Feminist Law Journal, 20(1), 7-22.  
Tobin, J., & Davidson, D. (1990). The ethics of polyvocal ethnography: empowering vs. textualizing 

children and teachers. International Journal of Qualitative Studies in Education, 3(3), 271-
283. doi:10.1080/0951839900030305 

Tomlinson, F., & Schwabenland, C. (2010). Reconciling Competing Discourses of Diversity? The UK 
Non-Profit Sector Between Social Justice and the Business Case. Organization, 17(1), 101-
121. doi:10.1177/1350508409350237 

Triandis, H. C., Bontempo, R., & Villareal, M. J. (1988). Individualism and collectivism: Cross-cultural 
perspectives on self-ingroup relationships. Journal of personality and social psychology, 
54(2), 323-338.  

Trompenaars, A., & Hampden-Turner, C. (1998). Riding the Waves of Culture (2nd ed.). New York: 
McGraw-Hill. 

Tsoukas, H., & Chia, R. (2002). On Organizational Becoming: Rethinking Organizational Change. 
Organization Science, 13(5), 567-582. doi:doi:10.1287/orsc.13.5.567.7810 

Uslaner, E. M. (2012). Trust, Diversity, and Segregation in the United States and the United Kingdom. 
In (pp. 69-97). 

Van Maanen, J. (1988). Tales of the Field. Chicago: Chicago University Press. 
Van Maanen, J. (2011). Ethnography as work: Some Rules of Engagement. Management Studies, 

48(1), 218-234.  
Wall, S. (2006). An Autoethnography about learning Autoethnography. International Journal of 

Qualitative Methods, 5(2), 146-160.  
Watson, L. (1986). An Aboriginal Perspective: Developing an Indigenous Social Work. Paper 

presented at the Australian Association of Social Work Education 5th National Conference. 
Watson, L. (2017). Aboriginal Protocols. In (First ed.). Brisbane, Australia: The Black Card Pty Ltd. 
Watson, L., & Graham, M. (2013, 30 July). [Personal communication]. 
Watson, L., & Graham, M. (2016). Cultural Capability Framework for Commonwealth Bank Group. In 

(pp. 14). Brisbane: The BlackCard Pty Ltd. 
Watson, T. J. (2009). Narrative, life story and manager identity: A case study in autobiographical 

identity work. Human relations, 62(3), 425-452.  
Weber, K., & Glynn, M. A. (2006). Making Sense with Institutions: Context, Thought and Action in 

Karl Weick’s Theory. Organization Studies, 27(11), 1639-1660. 
doi:10.1177/0170840606068343 

Weber, L., & Parra-Medina, D. (2003). Intersectionality and Women's Health: Charting a path to 
eliminating health disparities. In Gender Perspectives on Health and Medicine (pp. 181-230). 

Weick, K. E. (1995). Sensemaking in organizations. Thousand Oaks: Sage Publications. 
Weick, K. E., & Quinn, R. E. (1999). Organizational change and development. Annual Review of 

Psychology, 50, 361.  
Weick, K. E., Sutcliffe, K. M., & Obstfeld, D. (1999). Organizing for high reliability: Processes of 

collective mindfulness. Research in Organizational Behaviour, 21, 81-123.  
Weick, K. E., Sutcliffe, K. M., & Obstfeld, D. (2005). Organizing and the Process of Sensemaking. 

Organization Science, 16(4), 409-421. doi:doi:10.1287/orsc.1050.0133 
Willmott, H. (2005). Theorizing Contemporary Control: Some Post-structuralist Responses to Some 

Critical Realist Questions. Organization, 12(5), 747-780. doi:10.1177/1350508405055947 
Wong, Y.-L. R. (2004). Knowing Through Discomfort: A Mindfulness-based Critical Social Work 

Pedagogy. Critical Social Work, 5(1), 36 paragraphs.  
Yanow, D., Ybema, S., & van Hulst, M. (2013). Practicing Organisational Ethnography. In G. Symon & 

C. Cassell (Eds.), Qualitative Organizational Research: Core Methods and Current Challenges 
(pp. 331-350). Thousand Oaks, California, USA: Sage Publications. 



References 

265 
   

Ybema, S., Keenoy, T., Beverungen, A., Ellis, N., Oswick, C., Sabelis, I., Beverungen, A. (2009). 
Articulating identities. Human relations, 62(3), 299-322.  

Yuval-Davis, N. (2006). Intersectionality and Feminist Politics. European Journal of Women's Studies, 
13(3), 193-209. doi:10.1177/1350506806065752 

Zanoni, P., & Janssens, M. (2007). Minority employees engaging with (diversity) management: An 
analysis of control, agency, and micro-emancipation. Journal of Management Studies, 44(8), 
1371-1397. doi:10.1111/j.1467-6486.2007.00700.x 

Zanoni, P., Janssens, M., Benschop, Y., & Nkomo, S. (2010). Guest editorial: Unpacking diversity, 
grasping inequality: Rethinking difference through critical perspectives. Organization, 17(1), 
9-29.  

 

 


